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resumo Esta tese tem como objetivo analisar em que medida as questões de género 
explicam os percursos profissionais de mulheres gestoras na área do turismo 
em Portugal. Os setores em análise são a hotelaria, agências de viagens e 
operadores turísticos. 
Esta é uma pesquisa baseada em métodos mistos, que inclui simultaneamente 
a análise quantitativa de bases de dados oficiais sobre o emprego no setor 
privado e a análise qualitativa de entrevistas com mulheres em posições de 
liderança nos setores investigados. Este estudo é ainda influenciado por 
teorias feministas sobre género, gestão e organizações. 
Na parte quantitativa do estudo, conclui-se que apesar de haver mais mulheres 
no setor do turismo, os homens predominam nas posições de topo e auferem 
salários mais elevados. A disparidade salarial de género aumenta com a 
educação e a hierarquia. Os resultados obtidos sugerem que a igualdade de 
género está ainda longe de ser uma realidade no setor do Turismo, em 
particular na hotelaria. 
Na parte qualitativa, o foco de análise são as experiências das mulheres 
gestoras com cargos de topo. É analisado o modo como as mulheres 
descrevem e interpretam as suas próprias carreiras, bem como em que 
medida as questões de género afetam as entrevistadas tanto na esfera 
organizacional como na esfera familiar. É ainda analisada a forma como estas 
mulheres respondem à “genderização” destes contextos, e como elas 
desafiam a “ordem de género” dominante em diferentes áreas da sua vida. 
Os resultados desta investigação sugerem que, embora o setor do turismo 
possa ser mais favorável às mulheres do que outros setores mais 
masculinizados, este reforça ainda estereótipos de género e padrões 
“genderizados” de emprego. As principais restrições parecem ser a noção 
masculinizada e abstrata de um trabalhador “ideal” sem responsabilidades na 
esfera familiar, a suposição de que as mulheres são menos competentes do 
que os homens, e as culturas organizacionais masculinas que se materializam 
na homossociabilidade masculina.  
As inquiridas são afetadas em diferentes graus pelos aspetos acima descritos, 
em função dos seguintes fatores: trabalhar por conta própria; ter filhos; dividir 
as tarefas com o parceiro; dispor de uma rede de apoio familiar para cuidado 
dos filhos; e existir uma “massa crítica” de mulheres em cargos de gestão nas 
suas organizações. As mulheres que atingiram posições de maior destaque 
em grandes empresas são as que percecionam maiores desigualdades de 
género, em comparação com aquelas que são empreendedoras no seu próprio 
negócio.  
keywords gender, tourism, hotels, travel agencies and tour operators, management, 
leadership, women, gendering processes 
abstract This research aims to analyse to what extent gendering processes explain 
women managers’ career and life paths in the tourism sector in Portugal. The 
subsectors analysed are hotel establishments, travel agencies and tour 
operators. 
It is a mixed methods research study that includes both the quantitative 
analysis of official personnel databases, and the qualitative analysis of 
interviews with women in leadership positions in the tourism sector (hotels and 
travel businesses). This study is influenced by a feminist perspective on 
gender, management and organisations, since it aims to produce ‘situated 
knowledge’ about women and their experiences, which can both raise 
awareness about persisting gender inequalities and inspire political action.   
In the quantitative study, it is concluded that despite there being more women 
working in the tourism sector, men prevail in top positions and earn higher 
salaries. The gender pay gap increases with education and hierarchy. There is 
evidence that tourism is far from being gender equal, in particular the hotel 
sector. 
In the qualitative study, the experience of women top-level managers is the 
focus of analysis. Women’s interpretations of their own career paths are 
analysed, as well as gendering processes affecting them in their organisations 
and in the family sphere. It is also analysed how women do and re-do gender in 
response to gendered contexts and gendering processes, and how this 
challenges the gender order in the different spheres of their lives 
The findings of this investigation suggest that, although the tourism sector may 
be more ‘women-friendly’ than some male-dominated sectors, it still reinforces 
gendered patterns of employment and gendered stereotypes. The main 
constraints seem to be the notion of the ‘abstract’ worker, the assumption that 
women are less competent than men, and masculine organisational cultures 
materialised in male homosocial ties. The extent to which women are affected 
by these constraints seems to be moderated by the following factors: working in 
their own businesses, being childless, splitting of tasks with the partner, 
existence of a network of support within the family and existence of a ‘critical 
mass of women’ in management positions in their organisations. Women who 
work for larger businesses and who have climbed to the top of their careers 
instead of becoming entrepreneurs see more inequalities in the tourism sector 
than entrepreneurial women.  
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CHAPTER 1 Introduction 
1.1 Background and Relevance of the Study 
The theme for the United Nations World Tourism Day on September 27th 2007 was ‘tourism opens doors 
for women’. Tourism is an important job creator and a labour-intensive industry, and it is commonly argued 
that it contributes to enlarging women’s possibilities of becoming more economically and socially 
empowered (Obadić & Marić, 2009; UNWTO, 2011; WTTC, 2013). While tourism may ‘open doors’ to 
women, it remains important to investigate what sort of doors it opens, as well as where these doors lead. 
Therefore, it is important to address this topic under a more critical light: what is the role of tourism in 
enhancing women’s status in society, in the economy and at home? What type of employment does it 
generate? What images of women does it perpetuate? How are women represented in the tourism 
industry and in which positions? 
In fact, the ‘gender pyramid’ that exists in the rest of the economy can also be found in the tourism sector. 
Bottom-level positions are largely filled by women, namely from ethnic minorities, while men are 
disproportionately represented in upper-level echelons (Acker, 2006a; Charles, 2003). Despite the 
improvements at the law level and the increasing participation of women in education and employment, 
this underrepresentation of women in management positions can still be observed in the tourism industry 
nowadays (Costa, Carvalho, & Breda, 2011). What are the societal and organisational processes that lie 
behind this reality? To what extent can traditional ideologies behind the typical division of gender roles 
explain these trends?  
In the Portuguese context, there are signs that the tourism sector, despite being an important job-
generator, is heavily gender segregated (Costa et al., 2011; Santos & Varejão, 2007). However, women’s 
advancement in the tourism industry is still understudied in the Portuguese context, and has only recently 
started to be targeted by scholar research (Carvalho, Costa, & Breda, 2011; Costa, Caçador, Breda, & 
Carvalho, 2015; Costa, Caçador, Carvalho, Breda, & Costa, 2013; Costa et al., 2011; Costa, Carvalho, 
Caçador, & Breda, 2012a; Reis, 2000).  
In fact, even in global terms, tourism and gender research is still relatively recent. Studies that specifically 
focus on gendered tourism labour are scarce, since they correspond to only slightly more than ten percent 
of all gender and tourism literature (Figueroa-Domecq, Pritchard, Segovia-Pérez, Morgan, & Villacé-
Molinero, 2015). In addition, most of these studies lack a truly gender-aware perspective and do not make 
use of feminist theory. Such approaches have been particularly absent in studies that specifically address 
women managers in the tourism sector. The present study attempts to contribute to tourism literature by 
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focusing on women in management positions in the tourism sector, but from a critical point of view that 
engages in in-depth analysis of women’s gendered contexts, unveiling how they are affected by gendering 
processes and how they respond to them. Gendering processes are implicit attitudes, behaviours, values, 
organising processes, and even internalised gender identities that enact patters of female submission and 
male dominance, and that impact men and women differently (Hearn, 2000).  
Hence, the main research question underlying this thesis is the following: 
How do gendering processes influence the career and life paths of women who reach top-level 
management positions in the Portuguese tourism sector? 
This is a research topic not only of theoretical importance for tourism and gender studies, but also of 
practical importance for the tourism industry. It is crucial to understand and theorise tourism organisations, 
and unveil the genderededness of apparently gender-neutral structures and processes. In this analysis, 
women managers’ family life cannot be neglected, since it influences what happens in the organisation, 
and vice-versa. 
It is not possible to achieve full and sustainable development unless women are integrated in this process, 
together with the resources and knowledge that they represent. Women’s empowerment and their 
participation in economic development is crucial for attaining stable and just societies, underpinned by 
strong economies (UNWTO, 2011). According to UNWTO (2011), ‘when women and men are more equal, 
societies and economies flourish’ (p. 1).  
If our aim is to build just and truly prosperous societies, gender issues cannot be disregarded but should 
be brought to the centre stage. However, our aim should be to transform societies, and not just include 
women in the world as it is (Verloo & Lombardo, 2007). It is important to address existing structures and 
transform all established norms of what is or should be male and female, and include women’s voices in 
the change process. This implies more than simply examining women’s roles and conditions in the society, 
and particularly in the tourism sector. At the organisational level, it implies not only addressing the 
existence of a ‘glass ceiling’ that blocks women’s upward advancement, but also questioning and 
deconstructing the whole ‘glass house’. Only through critical and gender-aware theorising is it possible to 
accomplish such goals. For these reasons, the theme of this thesis and the herein proposed approach are 
of key importance not only for the tourism academia, but also for the tourism industry and the broader 
society. 
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1.2 Research Aims, Research Questions and Objectives 
Tourism is constructed out of gendered societies and shaped by gender ideologies, but it may also have a 
say in the redefinition of gender relations (Hall, Swain, & Kinnaird, 2003; Kinnaird & Hall, 1996). In order to 
enhance the analysis of tourism processes, it is important to focus on the dynamics of gender power 
relations (Kinnaird & Hall, 1996). 
This research aims to develop a theory on the meaning of gender for career development in tourism 
organisations. It uses a feminist theoretical framework in order to bring women managers’ voices and 
experiences in the tourism sector to the forefront (Hodgkin, 2008; Letherby, 2003). This investigation aims 
to enable a viewpoint which is aware of power dynamics and gendering processes behind gender 
(in)equalit(ies), revealing how these influence equality of outcomes, as well as how the public and the 
private sphere are not autonomous, but rather deeply intertwined with each other. It is the standpoint of 
this thesis that this investigation provides an important contribution for the state of the art in tourism 
research.  
In order to reach this aim, the main research question to be answered in this thesis is the following: 
How do gendering processes influence the career and life paths of women who reach top-level 
management positions in the Portuguese tourism sector? 
This main research question is supported by seven interconnected sub-questions, which are addressed in 
the empirical part of the study. Firstly, it is important to provide a broader picture of gender inequalities and 
gendered patterns of employment in the tourism sector. Therefore, the first sub-question that this study 
attempts to answer is: 
1. What are the gendered patterns of employment and gender inequalities observed in the tourism 
sector, in particular among senior managers, and how widespread are these patterns of 
inequality? 
Secondly, women managers’ interpretations of their own career paths are brought to the centre stage: 
2. How do women top managers themselves articulate the circumstances under which they have 
reached the top? 
Thirdly, women’s discourses about their careers and experiences in organisations are analysed through a 
gender-aware lens and taking feminist theorising into account. The concept of gendering processes is 
introduced here as an analytical frame for women’s experiences and the conditions they find in their 
organisations, which will contribute for a better understanding of gender in the tourism sector: 
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3. How do gendering processes affect women in tourism organisations and how can the 
identification of gendering processes contribute to a better understanding of gender in the tourism 
sector? 
Fourthly, women’s family context is analysed. It is investigated how women’s family context and the 
traditional family ideology influence women’s construction as mothers and as economically active beings: 
4. What is the influence of the family context and the traditional family ideology on women’s 
construction as mothers and as economically active beings? 
Fifthly, it is analysed how women respond to gendered contexts and gendering processes by doing, 
undoing or re-doing gender in different contexts of their lives, i.e. if they act in congruence with their sex 
category or perform alternative expressions of femininity: 
5. How do women do, undo or re-do gender in the different contexts of their lives? 
Sixthly, it is important to analyse to what extent women managers accept or challenge the gender order in 
their organisations, in the tourism sector and in their families: 
6. How do women accept or challenge the gender order in the different contexts of their lives? 
Finally, the last sub-question is an overall encompassing question that analyses the characteristics of the 
tourism sector that may make it a women-friendly industry, as well as the characteristics that may reinforce 
gender inequalities and gendered patterns of employment: 
7. To what extent is the tourism sector women-friendly vs. reinforcing of gendered patterns of 
employment? 
This thesis aims to contribute to scientific knowledge in different ways. At the theoretical level, it aims to 
develop knowledge about women’s career and life paths by questioning and deconstructing gender-
neutral approaches to management, organisations and careers. This thesis aims to add to theorising on 
gendering processes and gender power relations, and to go beyond individual-level analysis in order to 
include the invisible values, practices and behaviours that lie behind women’s career outcomes at the 
societal, organisational and family levels. In addition, it will contribute to a critical analysis of the glass 
ceiling metaphor, which leaves the situations of women who are above the glass ceiling unproblematised. 
It endeavours to contribute to discussions about gendered constructions of leadership, the gender order 
and of how gender is done, undone or re-done by women managers. 
Furthermore, this thesis aims to contribute to the state of the art of a relatively neglected topic in tourism 
scholarship. In fact, gender and tourism is still a marginal field in tourism research, despite the 
undividedness of tourism and gender processes (Kinnaird & Hall, 1996). Even the existing body of 
literature on gender and tourism labour remains to a large extent disarticulated from wider feminist and 
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gender-aware research (Figueroa-Domecq et al., 2015). Therefore, this study aims to contribute to 
fostering gender-aware and feminist analysis in tourism research.  
Since the present context of analysis is the Portuguese tourism sector, this study will contribute to bridge 
the gap in the literature about gender and tourism employment in Portugal. Despite the importance of 
tourism for the Portuguese economy, the analysis of gender issues in the field is still in its infancy. 
Therefore, this thesis will also contribute to enlarge the knowledge about employment conditions, gender 
inequalities, the gender pay gap and gendered patterns of employment in the Portuguese tourism industry, 
and compare two different tourism sectors: hotel establishments, and travel agencies/ tour operators.  
The present thesis also has a methodological contribution. Due to the complexity of the reality under 
analysis, it borrows methods from different traditions and disciplines, brings them together in an innovative 
way, and justifies this approach with a strong philosophical underpinning. It gives precedence to qualitative 
analysis, which is not the most usual pattern in mixed methods research: it combines quantitative and 
econometric methods with a focus on women’s narratives, and frames this approach with a feminist 
paradigm. 
From a practical point of view, this thesis also has a contribution. This study will describe and bring to the 
forefront the experiences of women who are at the top of tourism organisations, as well as give visibility to 
gendering processes that reinforce gender inequality in organisations. Thus, it will result in embodied and 
‘situated knowledge’ (Haraway, 1988) about women and their experiences, which can both raise 
awareness about persisting gender inequalities and inspire political action. This study will also contribute 
with suggestions about what could be done to remove the obstacles to women's career development in 
tourism organisations. 
The following section summarises the methodology adopted in the study. 
1.3 Methodology 
The methodology used in this study is described and analysed in its own chapter (Chapter 5: 
Methodology), where the epistemological, ontological and methodological assumptions of the present 
study are discussed. In this section, the methodological approach used is briefly presented. 
The process of addressing the research question and research objectives must be positioned within a 
research paradigm or theoretical framework. The philosophical assumptions underpinning a study guide 
the way research questions are approached and answers are sought. As a result, different philosophical 
paradigms require different methodologies. In the present research, a feminist post-constructionist 
paradigm will guide the analysis of women top-level managers’ careers and experiences in the tourism 
sector. The overarching feminist research question is answered by using a mixed methods approach. This 
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mixed methods research design comprises both a qualitative and a quantitative approach, in order to 
provide both the personal story and an overall picture (Hodgkin, 2008). There are different paradigms 
underlying each of these methodological approaches. While in the quantitative part a post-positivist 
paradigm is adopted, the qualitative part relies on a post-constructionist paradigm. Post-positivism rejects 
the possibility of claiming the universality of discoveries and questions the existence of a reality totally 
separated from the knower, as well as the belief on total objectivity (Clark, 1998; Kuhn, 1970). As to post-
constructionism, it is an umbrella term suggested by Lykke (2010a) that brings together converging trends 
in feminist thought that both embrace and transgress previous theorising, namely social constructionism, 
postmodernism and poststructuralism. 
Although traditional mixed methods research gives precedence to quantitative research methods, this is a 
qualitative dominant mixed methods research study. This means that a qualitative, constructivist and 
poststructuralist view of the research process prevails, but it is recognised that adding quantitative data 
and methodologies enriches the study (Johnson, Onwuegbuzie, & Turner, 2007). The qualitative approach 
contributes for a deeper understanding of the phenomena through the analysis of the research 
participants’ experiences. As to the quantitative approach, it has the advantage of allowing for the 
identification of patterns and for the analysis of the underlying structures of the tourism sector. It is thus 
complementary and contributes to providing better answers to the research questions. Figure 1.1 provides 
an overview of the methodology adopted in this investigation: 
 
 
Figure 1.1 Overview of the methodology adopted in this investigation 
Source: developed by the author 
 
In the quantitative part, secondary data is analysed. A matched employer-employee dataset that 
encompasses all Portuguese businesses is used to characterise employment in hotels and travel 
businesses in Portugal, and to compare it with employment in the rest of the economy. Employment 
conditions and gendered patterns of employment are analysed for all workers and for senior managers 
• Secondary data:
• Data: Quadros de Pessoal (1985-2009)/ Relatório Único (2010-2012) (dataset 
covering all Portuguese companies)
• Data analysis: bivariate and multivariate, exploratory and confirmatory statistical 
analyses; Blinder-Oaxaca decompositions
Quantitative
• Primary data:
• Data collection: Semi-structured in-depth interviews to 24 female top-level managers 
in the tourism sector
• Data analysis: Thematic analysis with narrative elements
Qualitative
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separately. First, bivariate exploratory and confirmatory statistical analyses are computed. After that, 
multiple linear regression models of earnings are computed for men and women and, finally, Blinder-
Oaxaca decompositions are estimated in order to determine the proportion of the gender pay gap that may 
be attributed to discrimination. 
In the qualitative part, the primary data collected in interviews is interpreted. These semi-structured in-
depth interviews were carried out with 24 women in top-level management positions in hotels, travel 
agencies and tour operators in Portugal. Thematic analysis with narrative elements is used to interpret 
these women’s narratives. 
1.4 Thesis Structure 
This thesis is organised in eight chapters divided into several sections each. After this introductory 
chapter, the literature review comprehends the next three main chapters. Chapter 2 sets the context for 
this investigation. Positive changes in women’s situation are described, and persisting gender inequalities 
are identified, in particular those related with the labour market. This chapter also provides an overview of 
women’s participation in the labour market in Portugal.  
Chapter 3 conceptualises gender, work and organisations from a perspective focused on the analysis of 
gender power relations. Firstly, a critical overview of theorising on gender and organisations is provided, 
and key concepts for this research are discussed. Secondly, a critical analysis of the concept of ‘glass 
ceiling’ is presented, and more useful tools for analysing gender and sexist discrimination in organisations 
are proposed. Thirdly, it is highlighted how organisations and management are not gender neutral, but 
rather embedded with masculine values and images. 
The literature review ends with Chapter 4, which presents a review of research on gender and tourism 
labour. This chapter begins with an account of the importance of the tourism for employment and the 
economy, particularly the Portuguese economy, followed by an analysis of some indicators concerning 
gender and tourism employment in Portugal and the EU. After that, literature on gender and tourism labour 
is reviewed, and the most common fields of analysis are briefly presented. After this overall literature 
review, the characteristics and working conditions in tourism organisations are portrayed with basis on 
previous studies carried out in the field. The final part of this chapter is dedicated to the analysis of the 
persisting gendered obstacles faced by women managers and women aspiring to management careers. 
After that, a critical and detailed review of literature on women as managers in the tourism sector is carried 
out. It is highlighted how most gender and tourism research lacks critical, feminist and gender-aware 
analyses. 
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The Methodology follows in Chapter 5. The ontological, epistemological and methodological underpinnings 
of this study are presented, including how feminist constructionism influenced the approach followed. The 
research design is also described in this chapter, and the aims of the thesis are aligned with the methods 
of data collection/construction and analysis/interpretation. It is a mixed methods research study that 
includes both the quantitative multivariate analysis of official personnel databases, and semi-structured in-
depth interviews with women in leadership positions in hotels, travel agencies and tour operators in 
Portugal. The chapter ends with a reflection on the ethics of the research process, the credibility of the 
results, the limitations of the investigation, and an acknowledgement of the researcher’s reflexivity. 
Chapter 6 is dedicated to the quantitative part of the empirical study, where tourism businesses and their 
workforce are analysed, and compared to those in the whole economy. Employment conditions, gender 
inequalities, and gendered patterns of employment are investigated, and male and female workers, 
particularly male and female senior managers, are compared across several variables such as status in 
employment, number of working hours, type of contracts and remuneration. After that, the relationship 
between earnings, employment-related and human capital variables is explored through multiple linear 
regression models. It is analysed how this relationship varies for men and women, managers and non-
managers, inside and outside the tourism industry. Finally, the gender pay gap is decomposed in order to 
hypothesise about the magnitude of pay discrimination. 
The qualitative analysis presented in Chapter 1 reflects the interpretation of the interviews carried out with 
women top-level managers in hotels and travel businesses. Firstly, research participants’ career paths are 
outlined, and the key moments, facilitators, difficult moments and obstacles in these women’s careers are 
emphasised. Secondly, the gendering processes in research participants’ organisations and work contexts 
are analysed, and the existence of overt and hidden discrimination is unveiled. After that, the participants’ 
family situations are investigated: the interplay between women’s life cycle and family situation in women’s 
careers; difficulties in work-family balance and direction of this conflict; experience of harmony and/or 
disharmony concerning work-family balance; strategies for attaining work-family balance; and the 
gendered division of tasks at home. In the following section, there is analysis of how participants confirm 
and/or contradict gendered constructions of management and gender role expectations through their 
multiple ways of ‘doing gender’. Then, the focus of analysis is shifted towards future perspectives: 
women’s career and personal plans for the future are analysed, as well as their suggestions of what could 
be done so that more women reach the top of tourism organisations. In the last part of this chapter, there 
is analysis of how different women experience gender processes differently. The extent tourism to which is 
a ‘women-friendly’ industry is also investigated, and the extent to which it is an industry that reinforces 
gendered patterns of employment. 
Finally, the conclusions, contributions and recommendations of this thesis are outlined in Chapter 8. 
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CHAPTER 2 Women in the 21st Century: Evolution and Persisting 
Issues 
2.1 Introduction 
This chapter sets the context for the subsequent chapters in this study by describing advances in women’s 
situation in the society in developed countries, and lingering inequalities in several different areas. The 
picture of women’s situation described here is far from being homogeneous, as there are clear regional 
differences across the globe and even within each society (Hausmann, Tyson, & Zahidi, 2011), but 
accounting for such heterogeneity is outside the scope of this study. It should also be borne in mind that 
women of different social classes, races and ethnicities have different realities (Holvino, 2000).  
The positive aspects highlighted here are related with advances in policy-making (Section 2.2.1), the 
increasing feminisation of labour (Section 2.2.2), and women’s rising participation in higher education 
(Section 2.2.3). The persisting gender inequalities that are described in this chapter are those related with 
asymmetries in employment (Section 2.3.1) and in the private sphere (Section 2.3.2). The last part of this 
chapter provides an overview of women’s participation in the Portuguese labour market (Section 2.4). 
2.2 Positive Signs of Women’s Emancipation  
Several improvements in the position and living conditions of women in developed countries have taken 
place in the last decades. Gender equality laws have been enacted to prohibit sex discrimination, and 
effective signs of women’s emancipation can be observed in many areas, namely employment and 
education. Jacqueline Scott, Crompton, and Lyonette (2010b) provide an overview of these 
advancements: 
The proportion of women in the labour market has grown markedly; the pay gap has narrowed; notions that 
a woman’s place is in the home have eroded further; women have overtaken men in the numbers pursuing 
higher education. It is not just that increasing proportions of women are now gaining degrees, but it is also 
the case that female graduates now work in a much wider range of occupations than was the case 25 years 
ago. Women are increasingly represented in the professional and managerial classes and at least some 
‘glass ceilings’ are being cracked (Scott et al., 2010b, pp. 11-12). 
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In this section, these improvements are analysed in detail: firstly, the advances of gender equality in 
policy-making; secondly, the increase in women’s participation in the workforce; and thirdly, women’s 
growing involvement in higher education. 
2.2.1 Policy-making advances in gender equality 
There has been a great effort in national and international policy-making towards gender equality. 
However, the recognition of men and women’s equality before the law only occurred much after their 
integration in the labour market. The Universal Declaration of Human Rights, in 1948, was the first 
transformation towards equality before the law ‘without distinction of any kind such as race or sex’ (United 
Nations, 1948, Article 2).  
The United Nations (UN) has a holistic vision of gender equality, which is regarded as a matter of universal 
human rights. After the Declaration of Human Rights and the covenants, it was necessary to develop 
instruments oriented towards the elimination of discrimination against women. In 1979, the UN adopted 
the Convention for the Elimination of all forms of Discrimination Against Women (CEDAW) (Rato et al., 
2005b; UNWTO, 2011). It can be described as a sort of international bill of rights for women, which defines 
what constitutes discrimination against women. The states that accept the Convention commit themselves 
to undertake measures in order to end discrimination against women (United Nations, 1979). 
From then on, several world conferences around these topics have been held. Some have been 
specifically concerned with women and women’s rights, while others have approached women’s rights in 
the context of human rights. These conferences have aimed to diagnose women’s situation, to set targets 
and goals, and to identify global and integrated strategies for action. The UN organised the World 
Conference on Human Rights in 1993, which resulted in the Vienna Declaration, wherein women’s rights 
were explicitly recognised as human and universal rights, on an equal footing with men’s. From the 1990s 
onwards, a more encompassing approach has emerged, oriented to both men and women, and gender 
equality has become a political issue concerning the whole humanity, and has ceased to be equated to 
‘women’s issues’ (i.e. discrimination at work, prostitution or human trafficking) (Rato et al., 2005b; 
UNWTO, 2011). 
The UN has organised four world conferences on women, in 1975, 1980, 1985 and 1995. The last one, 
held in Beijing, has been followed by a series of five-year reviews. The 1995 Fourth World Conference on 
Women in Beijing was a significant turning point for the global agenda for gender equality (UN Women, 
2015). The Beijing Declaration and the Beijing Platform for Action, drawn in this conference, set as goal 
the empowerment of women and the elimination of obstacles preventing women from actively participating 
in all the domains of public and private life through a full and equal share in decision-making. It is an 
agenda that sets strategic objectives and actions for the advancement in critical areas of concern (Rato et 
al., 2005b; UN Women, 2015; UNWTO, 2011). 
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The UN Millennium Declaration and the UN Millennium Development Goals (MDGs) also brought gender 
equality to the forefront of the agenda for international development, namely through Goal 3, ‘Promoting 
Gender Equality and Empower Women’ (Rato et al., 2005b; UNWTO, 2011)1. However, education was the 
only measure of gender equality considered by the MDGs (Harcourt, 2005). The UN also has a Post-2015 
Development Agenda, as the Sustainable Development Goals (SDGs) replace the MDGs. The SDGs were 
first formally discussed in Rio de Janeiro in 2012. In August 2015, the 193 participating countries agreed 
on seventeen goals. The fifth goal, which concerns women, aims to: ‘Achieve gender equality and 
empower all women and girls’ (UN, 2015). 
The role of the International Labour Organisation (ILO) should also be acknowledged. While its primary 
focus was the attainment of equal pay for equal work, which was legislated since 1919 in its preamble, it 
has gradually widened its field of action to encompass other issues, namely gender equality at work (Rato 
et al., 2005b).  
In the EU, it was the Treaty of Rome, which established the European Economic Community (EEC) in 
1957, that proposed equal salary for work of equal value. The Equality agenda gained importance with the 
Community particularly after the communication on gender mainstreaming at the Fourth World Conference 
on Women in Beijing in 1995. A number of gender equality programmes and policies have been 
implemented since then, from legal instruments to structural funds, initiatives and organisations supporting 
gender equality (Rato et al., 2005b).  
Some authors highlight that equal opportunities at the EU level have been more focused on employment 
targets than on equal treatment (Lombardo & Meier, 2007; Rubery, Smith, & Fagan, 1999). According to 
several authors in Verloo (2007), the ‘equal opportunities’ approach has been superseded by positive 
actions and gender mainstreaming. While these strategies have broadened the scope of EU gender policy 
to encompass ‘all areas’, the ‘soft’ nature of these measures and the lack of EU competence to legislate 
beyond the labour market have limited the efficacy of such policy-making. Moreover, the economic crisis 
and the policies of flexibilisation of the labour market are likely to impair gender equality, as pointed out by 
several authors, such as Rubery et al. (1999) and Casaca (2010). 
Despite the seeming prominence of gender equality in the EU discourse, the goal of attaining gender 
equality has been displaced and reoriented to other fields in which the EU has competence, such as the 
labour market or public health. The fact that the EU only has ‘soft’ rather than binding measures to deal 
with gender inequality in politics and domestic violence results in practical difficulties to tackle gender 
inequality (Lombardo & Meier, 2007). 
                                                          
1 The eight Millennium Development Goals, to be achieved by 2015, were the following: Goal 1: Eradicate Extreme Hunger and 
Poverty; Goal 2: Achieve Universal Primary Education; Goal 3: Promote Gender Equality and Empower Women; Goal 4: Reduce 
Child Mortality; Goal 5: Improve Maternal Health; Goal 6: Combat HIV/AIDS, Malaria and other diseases; Goal 7: Ensure 
Environmental Sustainability; Goal 8: Develop a Global Partnership for Development (United Nations, 2010). 
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The amount of policies, documents and strategies developed concerning gender equality are a positive 
sign of change. However, the way gender equality is framed in policy-making can and should be 
questioned. Although this undertaking is outside the scope of this thesis, Appendix 1 contains more 
information on gender policy-making in the EU. 
2.2.2 The increasing feminisation of labour 
According to Goldin (2006), women’s increased participation in employment was the most drastic change 
observed in the last century in the labour market. In this section, a brief overview of women’s growing 
participation in the labour market is outlined. 
Women were confined to the invisibility of the private sphere in the roots of Western civilisation, in Ancient 
Greece (Ferreira, 2007). Despite the increase in women’s visibility during the Middle Age and the 
Romanticism, the working woman only emerged as a product of capitalism and the Industrial Revolution. 
Even though women prevail nowadays in the service sector, they entered the workforce from the industrial 
sector. It was at this stage that women started working away from home, which had an impact on the 
family structure and launched the debate about the conciliation of motherhood and paid work, femininity 
and productivity (Caetano, 1986; Ferreira, 2007). Although modernity contributed to female emancipation, 
this emancipation was more due to women’s engagement in the production sphere, than to the recognition 
of equal rights at work, where women continued to be regarded as a source of ‘reserve manpower’ 
(Ferreira, 2007).  
During World War I, there was a demand for men to serve in the military. Labour shortage opened new job 
opportunities for women at higher wages, and women tried to improve their economic status during 
wartime (Greenwald, 1990). However, women were employed as a reserve and it was ensured that 
women vacated jobs to men at the end of the war (Beechey, 1978). Although the war marked the peak of 
an upward trend in women's participation in the workforce in France, this trend was reversed after the war 
for a long time (Robert, as cited in Reynolds, 1996). Traditional dichotomies were re-established and, 
despite acquisition of the vote in many countries, women’s positions were not significantly changed 
(Bingham, 2004).  
During World War II, there was a need for women’s labour again. Although World War II created potential 
for more changes than the ones that occurred (Summerfield, 2013), it had more permanent effects in 
shifting women’s employment. In fact, fewer women left labour at the end of the war than had entered it 
during the war years. Besides, even women who left the labour market after the war returned a few years 
later (Braybon, 2013). Consequently, after World War II and a short period of return to domesticity, 
women’s presence in the labour force was reinforced. Working women did not come exclusively from the 
low class anymore. In urban areas, being employed became even a symbol of personal freedom and 
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social advancement for women (Caetano, 1986). Second-wave feminism contributed to ignite the debate 
on women’s rights in the workplace. This period is frequently described as the Thirty Glorious Years from 
an economic, social and political point of view. The role of the State in the regulation of capitalism and the 
economy was strengthened, the welfare state was consolidated, and employment was protected from the 
market forces (Casaca, 2010). Moreover, employment opportunities in the service sector rose, which 
offered a number of roles that more adequately suited the stereotype of women as mothers, educators 
and carers (Ferreira, 2007; Muñoz & Pérez, 2007). 
While women’s economic role had firstly emerged as a result of a need to complement family earnings, 
female employment slowly became a fundamental part of a woman’s identity and social worth. This 
implied a change from a ‘job’ paradigm (intermittent and brief participation in the labour market) to a 
‘career paradigm’ (long and continuous involvement in employment) (Goldin, 2006). In addition, the 
expectations concerning work, social norms related with women’s family and careers, and the factors 
leading to women’s life satisfaction started to change (Goldin, 2006). In many countries, the 1970s were a 
turning point in terms of occupational desegregation, namely due to the advances of the women’s 
movement, the enactment of laws prohibiting sex discrimination, the increasing enrolment of women in 
higher education and professional schools, the growing participation of women in the labour force, and the 
reductions in gender stereotyping in both education and employment. This allowed for an increasing entry 
of women into male-dominated occupations, professional areas and self-employment (Muñoz & Pérez, 
2007; Wootton, 1997). However, very little contribution to occupational desegregation derived from men’s 
entry into female-dominated occupations (Wootton, 1997). 
After the oil crisis in 1973, the economy slowed down, the state fell into a crisis, many organisations 
collapsed and unemployment rocketed. The pressure of globalisation to deregulate the labour market and 
the deification of neoliberalism led to labour changes in the 1980s. In this period, there was a contraction 
of labour laws and a tendency towards labour deregulation, as well as a growth of insecure and unstable 
employment. The proliferation of different kinds of working time arrangements, e.g. part-time, work at 
weekends, and the growth of the service sector contributed to an increase in women’s participation in 
employment, albeit in more precarious ways (Casaca, 2010). 
In the EU, while macroeconomic and political conditions for progress towards equality deteriorated, equal 
opportunities were given a higher profile in the policy agenda (Rato et al., 2005b; Rubery et al., 1999), as 
analysed in Section 2.2.1. However, the disbelief in the possibility of maintaining a strong welfare state or 
regaining full-employment in a globalised world, as well as the reduced chance to use macro policy to 
influence growth and employment, resulted in a shift of focus towards measures that boosted the 
competitiveness of firms and the creation of employment. In order to meet Maastricht conditions and 
increase competition and job creation, salaries for public sector workers and minimum wages were 
reduced (Rubery et al., 1999). 
18 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
In the 1990s, the demand for male labour was affected by the destabilisation of the labour market. Women 
were more affected than men were by the cutbacks to public expenditure, but the overall demand for 
female labour remained more stable, mainly due to its higher flexibility and lower labour costs. 
Consequently, during the 1990s, the gap between male and female employment rates continued to 
narrow, even if this resulted mostly from the reduction in male employment rates (Rubery et al., 1999).  
Women have accounted for most of the increase in the European labour force in the last decades and 
their involvement in the labour market seems to be irreversible. Women are not anymore part of a ‘labour 
reserve’, but they are increasingly a permanent part of the labour force. The employment rates of women 
and men have converged everywhere (Figure 2.1).  
 
Figure 2.1 Evolution of the employment rate by sex in the EU-27 (1997-2013) 
Source: developed by the author based on data from Eurostat (2014a) 
 
This was caused not only by the increase in women’s employment rates, but also by the decrease in 
men’s employment rates due to deindustrialisation processes (Pfau-Effinger, 2002; Scott et al., 2010b). 
Even in time of crisis, female employment continues to grow in the majority of EU countries, except those 
most affected by the economic crisis, such as Greece and Portugal (Figure 2.2).  
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Figure 2.2 Female employment rate (in %) in the European Union countries (2000 and 2013) 
Source: developed by the author based on data from Eurostat (2014a) 
 
Even if there was a regression in legislation or labour market regulations and gender inequalities 
increased, it is unlikely that a male breadwinner gender order would be recreated. Even if childcare 
provision was dismantled or levels of unemployment grew, this would not be sufficient to send women 
back to the home. Despite the reduction of employment opportunities and the pressures on social welfare 
and childcare provision in the last decades, women have increased their participation in the labour market 
and in education, while marrying later or not at all, and having fewer children (Rubery et al., 1999). 
For many women, a job is increasingly also a means of attaining a social identity, being socially 
recognised for their competences, increasing their autonomy and bargaining power within a relationship, 
as well as pursuing a new lifestyle (Torres, 2009). Hochschild (2000) and Torres (2004) also maintained 
that women who engage in paid work feel less depressed, have a better self-image and are more satisfied 
with life than women who are not engaged in it. 
To sum up, it can be concluded that there are positive signs of women’s emancipation in the labour 
market, since traditional forms of gender inequality have been weakened. However, some social 
inequalities in employment have been reproduced in new forms, namely in ‘atypical’ employment or in the 
growing informal sector (Casaca, 2010; Pfau-Effinger, 2002). Asymmetries persist not only in employment, 
but also in the private sphere, as it will be analysed in section 2.3 Lingering Gender Inequalities. 
2.2.3 Women’s rising participation in higher education 
The number of women who enrol and graduate in higher education has increased over the last decades 
(Jacobs, 1996; Marques, n.d.). This trend can be attributed to women’s perception that holding a degree is 
particularly important for them, since it reduces men’s advantage in the labour market (Viayna & Izquierdo 
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cited in Esteban, 2004). The ‘educational lever’ (Crompton & Anderson, 1992) is a predictor of women’s 
behaviour in the labour market (Fagan & O'Reilly, 1998), since highly qualified women are more likely to 
maintain their involvement in the workforce during motherhood than women with no such level of 
education (Crompton, Hantrais, & Walters, 1990; Fagan & O'Reilly, 1998). 
In 2012, women accounted for 54.9% of tertiary education students in the EU and 53.5% in Portugal 
(Eurostat, 2014b). Women graduating in this year also outnumbered men in all EU countries depicted in 
Figure 2.3.  
 
 
Figure 2.3 Women per 100 men graduating from ISCED levels 5-6 in the EU (2012) 
(No available data for France) 
Source: developed by the author based on data from Eurostat (2015b) 
 
Scott, Crompton, and Lyonette (2010a) pointed out the raising aspirations regarding education and 
employment, especially among girls and relatively disadvantaged young people. In fact, women have 
growing levels of participation in education and training, as well as in the labour market, even after 
childbirth. Even though women’s involvement in higher education has raised their expectations and has 
led them to aspire for jobs that suit their qualifications (Fagan & O'Reilly, 1998; Julie Scott, 1997), some 
authors highlight that there are differences between the expectations of young men and women 
concerning the labour market, since women have lower expectations concerning it (Costa et al., 2012a; 
Pitcher & Purcell, 1998). The obstacles persist, and there is no guarantee that women’s academic 
credentials will translate into economic and social privilege. Blau and Ferber (1991) and McKercher, 
Williams, and Coghlan (1995) pointed out that young women tended to expect similar starting salaries, but 
anticipated lower earnings in subsequent years. Some studies observed that the gender pay gap among 
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graduates is less marked right after the completion of the degree but that it increases gradually afterwards 
(Bertrand, Goldin, & Katz, 2010; McKercher et al., 1995).  
In fact, while women enjoy equal access to higher education, and are more educated than men in many 
contexts, female graduates are still falling behind in what concerns their situation in the labour market 
(Chagas Lopes & Perista, 2010; Jacobs, 1996). They have more difficulties in finding a job than their male 
counterparts (Alves, 1998; Marques, 2009, n.d.), as well as in obtaining the kind of job they want (Purcell, 
1997). Rao and Jani (2012) concluded that although sex did not determine time taken to secure 
employment and job tenure among Malaysian graduates, it was significant in determining salary and job 
matching, since male graduates not only had higher salaries, but also jobs that matched their qualification. 
According to Sebastian (2008), the increasing access of women to higher education in Kerala has 
enhanced their participation in the labour force, but has also raised unemployment levels among them. 
Sex was also found out to be one of the main determinants of both graduates’ actual earnings and 
students’ expected earnings in a study carried out in Cyprus (Menon, Pashourtidou, Polycarpou, & 
Pashardes, 2011). 
Nunes (1999) observed that much more investment in education is required from women than from men 
both for unemployment prevention and career progression. Women’s increasing search for higher levels of 
education might be a strategy to compensate ex-ante for the discrimination that they expect to suffer in the 
labour market. It seems that the same equivalent effort in ‘human capital investment’ does not yield the 
same results for women and men (Chagas Lopes & Perista, 2010).  
Women’s propensity to choose degrees in the fields of Literature or Human Sciences is pointed out as a 
reason for their greater difficulty in entering the labour market and filling positions with more power and 
prestige (Marques, n.d.). Sebastian (2008) also pointed out that higher educated women have a 
preference for teaching and clerical jobs, while men are employed in a wide range of occupations. This 
phenomenon is referred to as ‘the double effect of sexual discrimination’ (Cruz & Cruzeiro cited in 
Marques, n.d.) or ‘the argument of bad choices’ (Grácio cited in Marques, n.d.), and it contributes to 
strengthen gender segregation in the employment market, as well as to negatively affect women’s 
employment prospects (Sebastian, 2008). However, this argument cannot explain the gap between men 
and women who with the same educational background (Costa et al., 2012a; McKercher et al., 1995).  
The last sections have portrayed positive signs of women’s emancipation. However, when describing 
these progresses, there was also evidence that gender inequalities persist in spite of advances in policy-
making and in women’s participation in paid employment and in higher education. The next sections 
present an overview of lingering gender inequalities in the society, in particular in employment and in the 
private sphere.  
22 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
2.3 Lingering Gender Inequalities 
At the end of each of the previous sections it was noticeable that even in the areas where more progress 
has occurred, inequalities and problematic areas for gender equality can still be observed. Even if a lot 
has been accomplished, the pace of change has been slow and equality de facto is still far from being 
achieved (Pfau-Effinger, 2002; Walby, 2011). Several inequalities remain in the labour market and an 
imbalanced participation in politics and decision-making persists. Work is still organised according to the 
typical gender division of labour, the gender pay gap remains, and women still undertake the largest share 
of caring and unpaid work (Collinson & Hearn, 2005; Scott et al., 2010b). Other problems also persist, 
such as domestic violence, sexual assault and lack of control over women’s own sexuality and 
reproduction (Verloo, 2007; Walby, 2011). This section provides a picture of inequalities and segregation 
in the labour market, and of asymmetries in women and men’s participation in the private sphere.  
2.3.1 Persisting inequalities in employment 
Women’s disadvantaged position in the labour market persists at several levels: not only do they have 
lower employment rates (Boeri, Boca, & Pissarides, 2005; Casaca, 2010; ILO, 2009) but also higher 
unemployment rates (Eurostat, 2014a; Ferreira, 2007); higher involuntary participation in part-time work 
(Casaca, 2010; Costa et al., 2011; Hemmati, 2000; Smith, 2009); more precarious jobs (Casaca, 2010; 
Rubery et al., 1999); and lower salaries (Costa et al., 2012a; Donlevy & Silvera, 2007; Ferreira, 2010; 
Parrett, s.d.; Sinclair, 1997b). Moreover, they are concentrated in ‘typically female’ sectors, which are less 
valued (horizontal segregation), as well as in hierarchically lower positions (vertical segregation)2 (Anker, 
1998; Charles, 2003; Guerreiro & Pereira, 2006; Gustafson, 2006; Hemmati, 2000; O’Leary & Deegan, 
2005; Parrett, s.d.; Ranftl, 2006; Vanhala, Pesonen, & Nokkonen, 2010; Zhong & Couch, 2007). These 
aspects are briefly approached in this section. 
Although the gender asymmetry in unemployment rates has been reduced since 2000 in the EU, this was 
due to an increase in male unemployment rates, and not to a decrease in female employment rates 
(Figure 2.4): 
 
                                                          
2 V. Ferreira (1993) also refers to ‘transversal segregation’, which is the phenomenon of women’s concentration in the worst paid 
jobs in each sector of activity, occupation or level of education. 
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Figure 2.4 Male and female unemployment rates in EU-28 (2000-2013) 
Source: developed by the author based on data from (Eurostat, 2014a) 
 
Despite the narrowing of the unemployment gap, Figure 2.5 shows that men’s employment rates are still 
higher than women’s in all EU countries. In countries like Malta, Greece and Italy, this gap is particularly 
marked (37%, 31% and 29%, respectively).  
 
 
Figure 2.5 Male and female employment rates in EU countries (2013) 
Source: developed by the author based on data from (Eurostat, 2014a) 
 
In fact, participation in paid employment remains highly differentiated by gender. In the last decades, there 
has been a greater tendency for flexible and precarious forms of employment. Careers have been 
downsized, temporary and part-time employment has become increasingly widespread, as well as the 
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demand for work in unsocial hours (Calás & Smircich, 2006; Casaca, 2010). Already in 1984, Atkinson 
(1984) claimed that the pursuit of this flexibility resulted in the formation of a core of stable, full-time 
workers and a large number of peripheral workers, who are exposed to the fluctuations of the labour 
market. This flexibilisation trend is not gender neutral, since the increasing feminisation of the workforce is 
associated with it (Casaca, 2010; Kalleberg, 2000; Rubery et al., 1999). The purpose of the neoliberal 
flexibilisation of the economies is to increase competitiveness and boost the economy, but this flexibility is 
often harmful for workers, since it is based on low salaries, as well as precarious and unstable 
employment (Casaca, 2012). Women are particularly affected by this ‘harmful flexibility’ (‘flexibilidade 
danosa’), i.e. being hired during growth periods, and made redundant in times of recession (Casaca, 
2012). Additionally, the longer service sector opening hours require greater use of women and part-timers 
to cover unsocial hours, often without additional premia (Rubery et al., 1999). Contingent work may take 
many forms, but it is primarily temporary and part-time work, with lower pay and fewer benefits than full-
time workers (Acker, 2006). 
While several studies regard part-time work as a way to improve women’s work-family balance (Boeri et 
al., 2005), part-time has also been pointed out as a double-edged sword (Casaca, 2010; Daune-Richard, 
1998; Fagan & O'Reilly, 1998; Ginn & Arber, 1998; Jenkins, 2004; Smith, Fagan, & Rubery, 1998; Warren, 
2010). Part-times usually have a lower rate of hourly pay (Rubery et al., 1999), and part-time employment 
is not evenly spread across the economy. It predominantly exists in highly segregated and female-
dominated service areas (Smith et al., 1998).  
Part-time work might be either beneficial or disadvantageous for women, depending on the context and 
the conditions offered (Bang, Jensen, & Pfau-Effinger, 2002)3. In Southern Europe, part-time work is not 
viewed as a desirable opportunity due to low earnings, job insecurity and lack of training and career 
prospects. Therefore, in these countries, women usually prefer full-time work (Boeri et al., 2005; Casaca, 
2010; Ruivo, González, & Varejão, 1998; Smith et al., 1998), and women’s participation in part-time work 
is mostly the reflection of a lack of better employment opportunities (Casaca, 2010; Costa et al., 2011). 
Another aspect that shows the persistence of inequalities between men and women is the gendered 
horizontal segregation of the labour market. This segregation is often regarded as ‘natural’ rather than the 
result of stereotypes and prejudice that force men and women into sex-labelled occupations (Epstein, 
2006). Since work and employment have an important role in identity construction, individuals will tend to 
                                                          
3 According to Warren (2010), there are several aspects to consider when analysing the advantages and disadvantages 
associated with women’s involvement in part-time work: are part-time jobs mostly for women with few qualifications?; do part-time 
jobs imply downward mobility?; are part-time jobs preferred by less career-committed women?; what labour market disadvantages 
do women in part-time employment face?; are part- time jobs represent a ‘trap’ or ‘bridge’ for women?; do part-time jobs contribute 
to reinforce the gender division of labour at home?; does working part-time have longer-term economic consequences for 
women?; and what is the impact of low-level part-time jobs on the work force? These themes reflect aspects of critical importance 
when analysing part-time employment in a certain context. Other questions can be asked: do the poor wages associated with part-
time work in low level occupations contribute to perpetuate financial problems in women’s households? Is there a higher earning 
partner or other sources of income in the household, or are women’s wages contributing to an already precarious household 
income (Warren, 2010)? Jenkins (2004) also claimed the importance of distinguishing between part-time workers on the basis of 
their role in the organisation. 
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prefer tasks that legitimise their sexual identity and make them feel comfortable with their gender, defining 
them as either men or women (Torres, Brites, Coelho, Cardoso, & Jerónimo, 2008). Some theories 
suggest that women value the association with femininity and domesticity when choosing a type of work; 
however, it is important to address the reasons underlying women’s choices (Kinnaird & Hall, 1996). For 
Sebastian (2008), this skewed job preference among women reinforces segregation in the labour market 
and affects adversely employment prospects. There are typically male and female jobs, and the feminised 
sectors tend to be economically penalised (Scott et al., 2010b), although in some circumstances horizontal 
segregation may provide some protection for women’s employment. For example, during the 1990s, 
women were concentrated in areas with significant job growth and less susceptible to cyclical variations 
(Rubery et al., 1999). Forsberg, Gonäs, and Perrons (2002) also highlighted that vertical segregation 
tends to be lower when horizontal segregation is high, since men and women compete in different markets 
and, as a result, women have more opportunities in the female-dominated fields.  
However, in most circumstances, horizontal segregation perpetuates gender inequalities in the labour 
market, since it maintains the genderedness of the labour market, where female-dominated and male-
dominated jobs are organised differently in terms of pay, working-time, and integration into organisational 
structures and career ladders (Rubery et al., 1999). Still, Feuvre (2010) advocated that it is misleading to 
assume that the feminisation of previously male dominated areas is a clear sign of advance towards 
gender equality. She pointed out that there is increasing evidence that new forms of gender inequality 
rapidly emerge as women gain entry into occupational groups from which they were traditionally excluded. 
Women are also underrepresented in top managerial positions, since the labour market is vertically 
segregated. In 2014, only 7.3% of the Portuguese companies had women board directors, which is one of 
the lowest percentages in the EU (Catalyst, 2015). According to Ahlers and Bührmann (2010) and Sealy 
and Vinnicombe (2010), the proportion of women senior managers has decreased. In their research, Sealy 
and Vinnicombe (2010) noticed the decrease in the number of companies with multiple women on board 
and the increase of companies with all-male boards between 2008 and 2009. Hawarden and Marsland 
(2011) pointed out the small percentage of female directors at the global level and they described this 
increase as ‘glacially slow’ (p. 1).  
 The ‘glass ceiling’ metaphor is frequently used to refer to women’s poor representation in higher-level 
positions (see discussion in Section 3.4.1). It refers to invisible barriers that qualified individuals (e.g. 
women, ethnic minorities) are faced with, which hamper their progression to higher level positions (Cotter, 
Hermsen, Ovadia, & Vanneman, 2001; Esteban, 2004; Zhong & Couch, 2007). Women are still less likely 
than men to reach the top of organisations. Besides, even female executives are more likely to get paid 
less than their male counterparts (Scott et al., 2010b), or to hold staff positions rather than the line 
positions which lead to senior level positions (Catalyst, 2006; Galinsky et al., 2003). They are also more 
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likely to fill token positions, so as to be shown off as the ‘living proof’ of gender equality (Benschop & 
Doorewaard, 1998; Williams, Muller, & Kilanski, 2012). 
Vertical segregation also entails that many women and minorities are stuck at the bottom of the pay 
ladder, clustered in low-paid jobs in areas such as caring, cleaning and catering which are undervalued 
and have limited opportunities for training and promotion. Padavic and Reskin (2002) named this 
phenomenon as ‘sticky floors’. Women still comprise the majority of the working poor, i.e. those people 
who, despite working, have incomes below the poverty line (ILO, 2004). According to ILO, improved 
equality in terms of numerical participation of women and men in the labour market has yet to result in 
‘real socioeconomic empowerment for women, equitable distribution of household responsibilities, equal 
pay for work of equal value, and gender balance across all occupations’ (ILO, 2004, p. 1).  
In practically all occupations and sectors, women’s average salary is significantly lower than men’s, as 
reported in several studies carried out in several different contexts (Bettio & Verashchagina, 2009; Bevers, 
Spiegeleire, Gilbert, & Hove, 2009; Corley, Perardel, & Popova, 2005; Costa et al., 2011; González, 
Santos, & Santos, 2005; Hemmati, 2000; Mendes, 2009; Moore & Wen, 2009). A number of studies also 
point out that men have more chances than women of obtaining prizes and fringe benefits, such as paid 
meals, pension schemes, company cars, mobile phones or personal computers, which further increases 
the inequality between men and women (Theunissen & Sels, 2006; Zij-kant, s.d.). Several studies have 
shown that the pay gap tends to widen with education and the hierarchical level (Ferreira, 2010; 
Vartiainen, 2002). 
In the European Union, the gender pay gap is on average 16.4% (Eurostat, 2014a). Figure 2.6 shows the 
evolution of the gender pay gap between 2006 and 2012. The picture is not very optimistic, as the gender 
pay gap has increased in about a third of the member countries. Estonia, Austria and the Czech Republic 
have the widest pay gap. Portugal ranks 10th, but it is the country where the gender pay gap widened the 
most during this period: 
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Figure 2.6 Evolution of the gender pay gap (in unadjusted form) in EU (selected countries) (2006, 2012) 
Source: developed by the author based on data from Eurostat (2014a) 
 
To summarise, despite the advances in gender equality and the persisting feminisation of labour, several 
gender inequalities in employment persist. These inequalities are associated with asymmetries that prevail 
in the private sphere, and which are the focus of analysis in the next section. 
2.3.2 Asymmetries in the private sphere 
According to Lindsey (2010), feminist scholars in the 1960s and 1970s regarded the traditional patriarchal 
family as a major site for the oppression of women, given that when the patriarchal family is seen as 
beneficial to social stability, it hampers the movement into egalitarian roles both by men and women. 
However, besides employment, the family is also being reconfigured in modern societies (Scott et al., 
2010a). Gender structures within the household have changed because of the increase in the number of 
dual earner couples in many countries. During the 20th century, more egalitarian gender models have 
emerged based on the idea of women and men as individual breadwinners. The housewife contract, which 
was in force from 1930s until the 1960s, was challenged in the 1950s and 1960s by the position and 
demands of women in some countries, particularly Sweden. In these countries, an equality contract 
emerged from the 1960s onwards (Duncan, 2002a).  
Nowadays, new living arrangements and forms of family life have emerged. Marriage is now less dominant 
in the life of women than before, as many women remain single. Women also marry later, have children 
later and, in many countries, the number of children has declined (Crompton, Lewis, & Lyonette, 2007; 
Pfau-Effinger, 2002; Rubery et al., 1999). Beck-Gernsheim (cited in Baxter, Hewitt, & Western, 2005) 
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claimed that we are living in an era of ‘post-familial families’, i.e. an era in which family is seen as a 
transition, as individuals strive for the fulfilment of their personal life projects.  
However, while some women adopt a more ‘male’ pattern of career orientation, and opt not to have 
children or to delay motherhood, many women have become mothers by the age of 30 and are faced with 
the challenge of conciliating multiple roles (Scott et al., 2010b). In fact, traditional patterns are still 
maintained in what concerns gender stratification within the family. Hence, despite the increasing 
involvement of women in the labour market, the private sphere is still seen as feminine (Ferreira, 2007). 
As far as women are concerned, the traditional ideology of domesticity persists, in which women are 
normatively assigned the work of caring and nurturing (Scott et al., 2010a), and are still expected to 
perform most household and care-related duties (Hemmati, 2000; INE, 2002). Housework and caring tasks 
are still not equally split between men and women, despite the fact that gender inequalities may be 
declining in non-traditional households (Baxter et al., 2005; Dantas, 2004). This has resulted in women’s 
accumulation of working hours in paid and unpaid work, leading to a very heavy workload, imbalanced 
lives, and high strain and stress levels in both the work and the family sphere (Crompton et al., 2007; 
Guerreiro & Pereira, 2006; Hemmati, 2000; Torres & Silva, 1998). Additionally, the overburdening of 
women with these tasks is one of the factors that prevent gender equality in employment (Pfau-Effinger, 
2002). 
Feminist studies have had an important role in naming domestic labour as work, thus making women’s 
work more visible. They have also highlighted that women work many more hours than men if unpaid work 
is considered (Collinson & Hearn, 2005). In fact, a Swedish study from the late 1980s showed how at the 
end of a working day the stress hormone decreased in men but increased in women. Stress levels were 
higher among female bosses than among their male counterparts, because they felt under pressure both 
at work and at home (Fraenkenhaeuser & Strömberg 1989, as cited in Wahl, 1992). 
According to data from the Time Use Survey (Portugal), even though men worked more hours (40-45 
hours) than women (30-35 hours) in paid work, women devoted more time than men to unpaid work (i.e. 
household chores, childcare, etc.), on average three more daily hours (Carvalho et al., 2011; Rêgo, 2008). 
Not only did they perform most of these tasks much more frequently than men did, but they also spent 
more time performing them. For instance, women spent more time than men did with tasks such as 
preparing meals, cleaning the house, doing the laundry or taking care of children. The single task that was 
mostly performed by men was taking care of administrative duties (Carvalho et al., 2011). 
Other studies also concluded that women, despite performing most of the household tasks, did not 
consider that situation unfair. However, the majority did recognise that tasks should be split more evenly, 
although a significant proportion of the respondents still supported an asymmetrical division of tasks 
(Torres & Silva, 1998; Torres, Silva, Monteiro, & Cabrita, 2005). 
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According to Gustafson (2006), women have less time for their professional development and also tend to 
be regarded as less available for work-related commitments. Some authors contend that this has very 
often implied an under-utilisation or even loss of highly qualified human capital (Costa et al., 2012a; Freire, 
2007). According to Eagly and Carli (2007), women’s primary responsibility for the family is incompatible 
with career progression and leadership, which construes the ‘female disadvantage’. 
Wilton and Purcell (2010) studied how partnerships and family-building have an impact on highly qualified 
women’s aspirations, expectations and orientations towards work, as well as their changes of priorities 
during lifetime. The authors focused on equally qualified partners and researched the decision-making 
process behind the prioritisation of one partner’s career over the other’s. The traditional division of labour 
prevailed for those couples who had children. However, this was not a decision easily arrived at, since it 
involved intense negotiation in most cases. Therefore, unlike the women interviewed, male interviewees 
with children remained in full-time jobs and had straightforward linear careers, given that men’s careers 
usually took precedence, regardless of who was the main income earner. On the other hand, many female 
graduates, while interested in advancing their careers, expressed a greater desire for jobs that allowed for 
a better work-family balance and non-monetary job benefits (Wilton & Purcell, 2010). Wilton and Purcell 
(2010) underlined that women’s greater likelihood to prioritise work-family conciliation and non-pecuniary 
job benefits over salary could partly explain the persistence of the gender pay gap and of gendered career 
attitudes. Nonetheless, these adjustments to accommodate non-work commitments are not necessarily at 
the expense of desire for career progression (Wilton & Purcell, 2010). Such arguments ignore wider 
structures in society and organisational procedures which limit women’s career advancement. Other 
authors mentioned that while motherhood tends to imply a wage penalty, fatherhood is beneficial for men’s 
careers (Anderson, Binder, & Krause, 2003; Budig & England, 2001). Besides, Cheung and Halpern 
(2010) contended that men have a ‘marriage premium’ (p. 183). 
The paradox of increased participation in paid work coupled with the maintenance of the previous female 
gender role is epitomized among Chinese female managers: ‘Women are expected to be independent and 
hardworking to achieve career success, but at the same time, obedient and prepared to sacrifice career 
success for the sake of their husbands’ (Moore & Wen, 2009, p. 39). Even though Europeans do not 
support the idea of women sacrificing for their husbands in terms of access to the labour market, ‘they 
seem to tolerate a little better – particularly in the South and Eastern countries – the idea that a woman 
should sacrifice herself in favour of the family well-being’ (Torres, Brites, et al., 2008, p. 11).  
Besides the inequality in the division of household and caring tasks, lack of flexibility in the workplace and 
shortcomings in childcare services also increase difficulties in conciliating work and family lives. The policy 
regimes of many industrialised countries were designed around the model of a male-breadwinner family, 
according to which women stayed at home and took care of the family while men were engaged in full-
time work. However, due to women’s huge participation in the labour market nowadays, the pure male-
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breadwinner family is hardly visible. Some women do take some time out of the labour force in order to 
take care of their children, but these periods have become shorter and shorter (Scott et al., 2010b). 
Vandegrift (2008) analysed women who are both mothers and workers in Costa Rica and concluded that 
working mothers find work options curtailed due to the lack of childcare. Hence, childcare facilities are 
important to guarantee a more equal participation of women in the labour market. Toro-Morn, Roschelle, 
and Facio (2002) analysed how, with the Revolution in Cuba, the state attempted to legislate gender 
equality within the family and women developed a feminist consciousness. However, patriarchal family 
relations still persist at home, particularly as the social services provided by the state eroded with global 
capitalism (Toro-Morn et al., 2002). According to the authors of this study, whether the traditional division 
of labour will be resisted to or intensified in the current situation still remains to be seen. 
Family orientation cannot be deduced from employment orientation (Sackmann, 2002), since in some EU 
countries women are more likely to have children when they work (Rubery et al., 1999). For example, in 
the Nordic states there is a weak adherence to marriage and higher rates of divorce, but some of the 
highest fertility rates and female employment rates (Rubery et al., 1999; Torres, Mendes, & Lapa, 2008). 
While in Southern Europe it is mostly less educated and non-employed women who have two or more 
children, in Scandinavia it is predominantly women with university education who have higher fertility 
levels (Esping-Andersen, 2005). It is in the Southern European countries, where women participate less in 
the workforce, except Portugal, that the fertility rates are lowest. This can be explained by the difficulty in 
juggling work and family in these countries, as well as the lack of family policies (Torres, Mendes, et al., 
2008). 
Scandinavian countries are often regarded as an example in what concerns equality of opportunities 
between women and men. However, some of the policies adopted in these countries might be criticised for 
tacitly encouraging women to behave differently from men in their employment participation. For example, 
women are allowed to have a longer parental leave or longer periods of part-time work following childbirth. 
This is a way of endorsing gender differences and reflecting gendered normative assumptions related to 
men and women’s responsibilities inside and outside the household (Scott et al., 2010b).  
For Esping-Andersen (2005), even if part-time jobs and deregulation might be important for mothers of 
young children, precariousness cannot be the solution. The underlying reason for this is that women and 
men tend not to risk having children until they attain some security. Esping-Andersen mentions Bien’s 
study, according to which women and men desire on average 2.2-2.3 children, with few national 
exceptions. Therefore, Esping-Andersen’s argument is that when fertility rates are lower than this, it can 
be interpreted as a sign of major welfare deficiencies. For this author, women’s employment is crucial to 
family well-being, since mother’s employment is the most important measure against child poverty. The 
author advocates that what is needed is quality childcare. 
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Across Europe, different policies and leave regulations reflect ideas about gender equality and either 
reinforce or challenge traditional gender roles4. There is some evidence that policies supporting equality 
are effective to some extent. For Rubery et al. (1999), the construction of the new gender contract requires 
the support from the state, instead of being left to individual households alone. Although equality of unpaid 
domestic work is an ‘elusive goal’ (p. 8) even in Sweden, Scott et al. (2010b) observed that the gap in time 
spent doing domestic work is the narrowest between Swedish men and women, from all the countries 
under analysis. Therefore, equality policies seem to have some impact in changing the behaviour towards 
greater equality. 
In Section 3.4.6, it will be analysed in detail how the gendered division of paid work in the organisation and 
unpaid work at home are inseparable, mutually reinforcing, and how they strengthen images of masculinity 
and femininity. 
2.4 Women and Gender Equality: the Portuguese Context 
The same processes work differently according to spatially varying phenomena (Duncan, 2002b). 
Therefore, it is important to focus on the specificities of the Portuguese context. Portugal holds the 39th 
position in the Global Gender Gap Report, which is a tool that delivers information on how countries 
worldwide are faring on gender equality (World Economic Forum, 2015). In this section, a retrospective of 
advances towards gender equality in Portugal is presented.  
Equality between men and women was only recognised in Portugal after the Carnation Revolution on April 
25th 1974. Equality before the law for ‘all’ citizens had already been legislated in Portugal in 1933, but 
women were not considered, given their ‘different nature’ and the family interests. Women had the right to 
vote since 1931, but this right was restricted to those women who had secondary or higher education 
(Rato et al., 2005a). 
Even if legislation under the authoritarian regime (1926-1974) did not support gender equality, the female 
participation in the labour market increased during this period, particularly in the 1960s. This tendency was 
                                                          
4 Ciccia and Verloo (2012) developed an analysis of the extent to which leave regulations promote gender equality in the family 
and the transformation of traditional gender roles. They also map differences in parental leave institutions across European 
countries and group them into different models of division of labour. While some models encourage women to stay at home (male 
breadwinner, caregiver parity), others narrow gender equality to the promotion of maternal employment (universal breadwinner), 
and others still widen it to include supports for both men’s and women’s equal engagement in work and care (universal caregiver). 
None of the countries considered constitutes a universal caregiver model. The male breadwinner ideal is still the normative 
reference point for parental leave regulations in many European countries. Even the Nordic countries, which are generally 
considered role models for gender equality policies, only resemble the universal caregiver ideal in a limited way because there are 
strong incentives to return to work within a year of childbirth. The authors observe that the universal breadwinner model is 
expanding. However, this model leaves gender inequality in unpaid work unproblematised. Portugal is grouped in the limited 
universal caregiver model together with Sweden, Finland, Norway and Iceland. Jacqueline Scott et al. (2010b, p. 7) also propose 
a range of models of work-family balance around childbearing and childcare, as well as the associated policies and example 
countries. 
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the consequence of a set of circumstances such as emigration, rural exodus, military mobilisation and the 
Portuguese Colonial War. On the one hand, this involvement of women in the labour market was partly a 
result of labour force scarcity due to men’s mobilisation for the war; on the other hand, even when men 
remained in the workforce, in some cases women had to work as well, since salaries were so low that they 
were hardly enough for a livelihood (Caetano, 1986; Chagas Lopes & Perista, 2010). 
Despite women’s growing visibility in the workforce, their integration in employment was not on equal 
footing with men’s. Women had been traditionally confined to agriculture. When they entered other 
economic activities during this period, they were used as part of a cost containment strategy. In the 
industrial sector, they filled traditionally female areas, such as textiles and clothing. In the tertiary sector 
women also entered typically female occupations, regarded as ‘natural extensions’ of their domestic roles, 
e.g. in domestic and personal support services, education and health (Chagas Lopes & Perista, 2010). 
In the 1970s some sectors started to grow and absorb more female workers, namely in banking and 
insurance companies, as well as in hotels and in tourism. However, the majority of prestigious and well 
paid positions in these fields were still dominated by men (Nunes, 1981, as cited in Chagas Lopes & 
Perista, 2010). 
After 1974 and the Revolution, the Portuguese society suffered profound adjustments. As already 
mentioned, one of the greatest changes was that gender equality was recognised by law. During this 
period, legislation underwent a profound change and many barriers to gender equality were removed. 
There was a transformation of the Portuguese society after the end of the dictatorship. Women gained the 
right to vote under the same conditions as men in 1974, and the Constitution of 1976 granted women and 
men equality before the law in all domains of society. Even if Portugal was not among the group of 
countries that benefited from the ‘Thirty Glorious Years’ due to the dictatorship and the corporatist labour 
regime, some of the reforms implemented after 1974 suggest an approximation to that model of 
employment (Casaca, 2010). The Commission for the Feminine Condition was created in 1977 and the 
Commission for Equality in Labour and Employment was established in 1979 (Oliveira, Batel, & Amâncio, 
2010). 
Despite the improvements at the law level after 1974, women suffered the impact of the colonial war and 
the return of men to the labour market, as well as the effects of the oil crisis and of the marked decline in 
emigration. The female dominated sectors were the most affected by the crisis. In addition, since men had 
more years of service and higher levels of education, women were more likely to be made redundant 
(Chagas Lopes & Perista, 2010). 
However, women’s presence in the labour market increased afterwards and there was a significant 
evolution concerning their participation in education. In 1978, women corresponded to more than 40% of 
higher education students. In 1979, 9.7% of the employed women had concluded secondary or higher 
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education, as compared to 7.9% of the employed men (Chagas Lopes & Perista, 2010). However, the 
proportion of both male and female graduates in the population was still low (Caetano, 1986). 
In 1980, women who were looking for their first job were already more qualified than their male 
counterparts, since 65% of them had at least minimum compulsory education (at the time, the 6th grade), 
as compared to 60% of men. The choice of study fields at this time was already very gendered: more than 
80% of the female students opted for Humanities and Arts, while only slightly more than 10% of women 
chose Engineering degrees (Chagas Lopes & Perista, 2010). Caetano (1986) also mentioned the 
concentration of women in certain study fields, and their minimal representation in technical areas, both in 
vocational training and higher education. This tendency can still be observed nowadays (Chagas Lopes & 
Perista, 2010). 
Another characteristic of the female workforce during this period, which persists to some degree until 
nowadays, was the extreme polarisation in education. In fact, despite the growing female presence in 
higher education, 26% of the women who were older than 24 years were still illiterate, in contrast to ‘only’ 
19% of men. However, the 1980s were a period of outstanding development in formal education supply in 
Portugal. Higher education expanded and vocational training was intensified. Women became increasingly 
educated and skilled (Chagas Lopes & Perista, 2010). 
In the last three decades, there were also remarkable improvements in what concerns female participation 
in the labour market. These changes occurred despite of a contraction of labour rights in the 1980s, as a 
result of a global a trend to flexibilise labour in an attempt to boost competitiveness (Casaca, 2010). In 
fact, during the 1970s and 1980s there was a substantial rise in the female activity rate in Portugal, which 
was significantly above the OECD average: the average growth rate for the OECD was 2% in the 1970s 
and 0.8% in the 1980s, while the Portuguese average growth rate was 6.6% in the 1970s and 1.5% in the 
1980s (OECD, 1991, as cited in Chagas Lopes & Perista, 2010). Despite the marked increase in female 
activity rates, men still have higher activity rates than women nowadays (Casaca, 2010).  
Given the increase in female activity rates and women’s growing levels of education, more equality could 
have been expected as a result. These developments have not led to a proportional improvement of 
women’s employment status (Chagas Lopes & Perista, 2010). Despite their high participation in 
employment, Portuguese women are also more vulnerable to the risk of unemployment than women in 
other countries with lower rates of female employment, according to OECD data from 2006, and there is 
still a marked pay gap (Chagas Lopes & Perista, 2010; Ferreira, 2010).  
If data for the last years are analysed, it can be concluded that the unadjusted pay gap increased in 
Portugal, while in the EU it showed a tendency to slightly decrease. While in 2008 the gender pay gap in 
Portugal corresponded to only slightly more than half of the pay gap in the EU, these values were very 
similar in 2012 for both the EU and Portugal (Figure 2.7). In fact, it was previously observed (Figure 2.6) 
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that Portugal ranked 10th in the EU in terms of the gender pay gap in 2012, but that it is the EU country 
where the unadjusted gender pay gap widened the most between 2006 and 2012 (Eurostat, 2014a). 
 
Figure 2.7 Unadjusted gender pay gap, EU-27 and Portugal (2008-2012) 
Note: Data for EU-27 for the years 2009, 2011 and 2012 are provisional. 
Source: developed by the author based on data from Eurostat (2014a) 
 
González (2010) concluded that there has been an increase in the part of the pay gap which cannot be 
explained by differences in observable characteristics such as education, experience or occupational 
segregation, and which may thus be attributed to discrimination. Likewise, the report produced by 
Eurofound (2010) concluded that if the harmonised gender pay gap is considered, i.e. after correcting for 
differences that might be explained by observable factors, Portugal had the second highest pay gap in the 
EU in 2009.  
Concerning unemployment rates, Figure 2.8 shows how women’s unemployment rate in Portugal has 
rocketed since the beginning of the century in comparison to the EU average: 
 
Figure 2.8 Evolution of the female unemployment rate in Portugal and EU-27 (2000-2013) 
Source: developed by the author based on data from Eurostat (2014a) 
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Although the gap in employment rates between men and women has narrowed, Figure 2.9 shows that this 
is a result of the reduction of male employment rates, rather than the result of a growth in women’s 
employment rates: 
 
Figure 2.9 Evolution of the male and female employment rates in Portugal (1997-2013) 
Source: Eurostat (2014a) 
 
During the period of economic contraction imposed by the Memorandum of Understanding with the 
International Monetary Fund, several changes occurred in the Portuguese labour market that particularly 
affected women, in particular greater precariousness, involuntary part-time work, and the expansion of the 
informal economy. Companies’ growth strategies have become increasingly based on a strategy of cost 
reduction, which implies that women are the ones who are most affected by ‘harmful flexibility’ (S. Casaca, 
2012). 
Still, the rates of female activity and employment in Portugal are nowadays among the highest in the EU, 
particularly in full-time employment (Casaca, 2010; Chagas Lopes & Perista, 2010; Forsberg et al., 2002; 
Torres & Silva, 1998; Torres et al., 2005). This aspect makes Portugal a unique case among the group of 
Southern European countries, with which it shares some economic similarities. Portugal also surpassed 
before the deadline the target that the European Strategy for Employment had set for female employment, 
i.e. 60% of women employed by 2010 (Casaca, 2010).  
Although women are the majority of part-time workers in Portugal, the Portuguese labour market is 
characterised by a low uptake of part-time jobs, even among women, as compared to the remaining EU 
countries (Casaca, 2010). This can also be observed in Figure 2.10. The percentage of female part-time 
workers has remained steady in Portugal, while it has increased for men and women in the EU and for 
men in Portugal (see Appendix 2). 
0%
10%
20%
30%
40%
50%
60%
70%
80%
90%
1997 1998 1999 2000 2001 2002 2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013
Men
Women
36 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
Figure 2.10 Percentage of part-time workers by sex, EU-28 and Portugal (2013) 
Source: developed by the author based on data from Eurostat (2014a) 
 
Also noteworthy is the fact that the female employment rate is highest in the age group in which women 
are most likely to be mothers (Casaca, 2010; Ferreira, 1993; Torres et al., 2005). In the EU-27, female 
employment rates tend to decrease after motherhood in the 20-49-years-old age group for women with 
children younger than six, while male employment rates increase with fatherhood, which was also the 
tendency observed among Portuguese women in 19815 (Caetano, 1986). However, this trend has 
undergone a reversal in Portugal, and the employment rate has become higher among women with young 
children than among women without. In Portugal, mothers of children aged under 10 had the greatest 
percentage of full-time work among all the countries analysed by Rubery et al. (1999) and Torres et al. 
(2005). Slovenia and Denmark have also displayed a similar tendency (Casaca, 2010).  
Figure 2.11 shows that Portugal is one of the countries with highest employment rates for women with 
young children (EU-28: 60.7%; Portugal 72.4%). This figure is even higher for working mothers with 
tertiary education: 85% of women with these levels of education are employed in Portugal, as compared to 
77.2% in the EU-28 and only 42.7% in Slovakia (Eurostat, 2015b). Portugal (13%) and Sweden (13.4%) 
are the countries where the gap in the participation of men and women with young children in the labour 
market is narrowest, while this figure is widest in Czech Republic, Hungary and Slovakia. In Hungary and 
Slovakia only 38% of women with young children are employed (Eurostat, 2015b). 
                                                          
5 Caetano (1986) observed in 1981 that women’s activity declined after they turned 30, and that both marriage and the number of 
children explained this decrease. 
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Figure 2.11 Employment rate of women (15-64) with children younger than 6 years old (2014) 
Source: developed by the author based on data from Eurostat (2015b) 
 
Portugal has one of the lowest rates of mothers of young children working part-time (Figure 2.12). While 
on average 38.6% of these mothers in the EU work part-time, the corresponding figure for Portugal is only 
about 9%. 
 
Figure 2.12 Part-time employment of women (15-64) with children with less than 6 years (2014) (%) 
Source: developed by the author based on data from Eurostat (2015b) 
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This situation raises several issues in the Portuguese context, which is quite distinct from that of more 
developed countries where the state provides significantly more support to families. In a society where 
gender roles are only slowly changing, women are still the ones who perform the majority of care-related 
tasks in Portuguese households, despite their involvement in paid work. 
Portuguese women were more likely to state they were feeling increasingly rushed and they also 
complained than men more about the clash of schedules, albeit these differences were not statistically 
significant (Carvalho et al., 2011). The number of women unsatisfied with their current situation is more 
than double that of men: some women wanted to spend more time working in paid employment, the others 
wanted to spend more time in care-related tasks (Carvalho et al., 2011). This is a result of the work 
overload that women are subjected to both in paid and unpaid work, and suggests difficulties in balancing 
work and family lives. Both men and women, but particularly women, expressed a desire to work less and 
increase the amount of time dedicated to care (Carvalho et al., 2011). This supports Torres (2009) and her 
conclusion that parents, especially mothers, have feelings of guilt for not spending as much time as they 
wished with their family.  
Childcare facilities, particularly for children under three, are scarce and family networks are insufficient 
(Plantenga & Remery, 2009; Torres & Silva, 1998). Poorest families living in disadvantaged areas are 
particularly affected by the deficit of childcare services. Childcare services rendered by public or non-profit 
institutions are partially financed by the state, and the parental contribution to the cost of childcare is 38%. 
However, in the case of private childcare, parents pay about 95% of the costs (Plantenga & Remery, 
2009). According to Torres and Silva (1998), only families with more resources can embrace childcare 
strategies that correspond to the ideal ones. Consequently, the lack of childcare services and family 
support in Portugal, along with low salaries, lead to overwork, so that families can cope with expenses 
related with the outsourcing of childcare (Torres and Silva, 1998). In turn, overwork increases work-life 
stress and feelings of guilt if parents are unable to cope with this situation (Torres, 2009).  
In face of this data, one could ask why the Portuguese labour market is so receptive to female 
participation and what motivates women to participate in it. Cardoso, in her article from 1996, pointed out 
that an option and a necessity coexist. On the one hand, a significant proportion of Portuguese women 
have a high level of human capital. On the other hand, average salaries in Portugal are low and women 
need to be involved in the labour market in order to overcome poverty. On the demand side, the presence 
of women in low paid segments is an important foundation for international competitiveness, and they are 
the ones carrying most of the burden of the strategy of labour market flexibility (Cardoso, 1996). 
For Sackmann (2002), the high percentage of female employment in agriculture might be a factor that 
further explains how traditional gender roles and high employment rates come together in Portugal. The 
author also points out that an ‘economic rationality’ seems to be the main motor for Portuguese women’s 
integration in the workforce. In a survey carried out across several EU countries in 1993, Portuguese 
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women expressed a remarkably high agreement with sentences such as ‘employment is the best way for 
women to gain independence’ or ‘both the man and the woman should contribute to the income of the 
household’. There is an underlying idea of emancipation through economic integration. In this study, 
Portugal was the country with the highest integration of women with dependent children in the workforce 
(Sackmann, 2002). 
There are marked contradictions between the formal equality discourse and the reality in Portugal (Oliveira 
et al., 2010; Rato et al., 2005a). These contradictions were reinforced by the invisibility of Second-wave 
feminism due to the colonial war and the fight against dictatorship, together with women’s greater access 
to employment, and Portugal’s entry into the European Union. Therefore, despite the legislation and the 
formal discourse, inequalities persist. While changes in the law and women’s participation in employment 
were apparently accepted by Portuguese society in the name of modernisation, the gender ideology that 
existed before was not called into question, and neither did the gender division of labour at home change 
(Oliveira et al., 2010). 
In the recent years, a public measure was introduced which may contribute to change gender ideology. 
Although Portugal is not usually depicted as a great performer in terms of gender equality, its parental 
leave policy has taken a ‘Scandinavian turn’ recently (Ciccia & Verloo, 2012, p. 522). Despite the low 
compensation for some of these periods, Portuguese legislation is innovative, since an incentive is 
provided (i.e. 30 extra full days) if both parents decide to share the parental leave. This policy may 
contribute to more gender equal households and a more gender equal society. Rêgo (2010) highlights the 
importance of sharing the benefits and disadvantages associated with parenthood so that gender 
asymmetry can be reduced and this vicious circle can be broken.  
It is important to note that there are regional differences and that the reality described here has slight 
regional variations. It is important to note that there are regional differences and that the reality here 
described slightly varies regionally. In Portugal, the North and the islands have more traditional living 
arrangements, with a low percentage of cohabitation and of births outside marriage, in contrast to Lisbon 
and Algarve, where there are a greater number of births outside marriage. This might be the result of the 
return of migrants from ex-colonies, the development of tourism and the increase of women in paid 
employment (López & Pairó, 2002). This shows the importance of cultural factors despite national 
legislation or welfare structure. However, it is outside the scope of this thesis to describe in detail such 
regional variances.  
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2.5 Conclusion 
This chapter set the context for the present investigation. It was observed that positive signs of women’s 
emancipation (Section 2.2) still coexist with lingering gender inequalities (Section 2.3). There has been a 
great effort in national and international policy-making towards gender equality, and these advances have 
been mutually reinforced by other emancipatory advances, such as the feminisation of the labour market 
and women’s increasing participation in education, particularly in higher education.  
Gender equality has been brought to the forefront by many international organisms, in particularly the UN 
and EU’s equality agenda. Some aspects of this policy-making can be criticised, in particular the ‘soft’ 
nature of gender mainstreaming, the lack of EU competence to legislate beyond the labour market and the 
fact that gender equality was the only measure of gender equality considered by the MDGs (Harcourt, 
2005; Lombardo & Meier, 2007; Verloo, 2007). However, the amount of policies and strategies developed 
are definitely a positive sign of change. 
The increasing participation of women in employment was the most radical change in the labour market 
over the last century (Goldin, 2006). In fact, women’s emancipation was more due to women’s 
involvement in production than to recognition of equal rights at work (Ferreira, 2007). Although the working 
woman was a product of the Industrial Revolution (Caetano, 1986; Ferreira, 2007), women’s presence in 
the labour market increased particularly as a consequence of World War II (Braybon, 2013). Second-wave 
feminism also sparked the debate about women’s rights in the workplace. In addition, employment 
opportunities in the service sector rose, which offered jobs more suited to the stereotype of women as 
mother and carers (Ferreira, 2007; Muñoz & Pérez, 2007). Although female employment was initially the 
result of a need to complement family earnings, it slowly became a crucial part of women’s identity 
(Goldin, 2006). Even if the macroeconomic conditions for progress towards equality have deteriorated in 
the last decades due to a tendency towards labour deregulation and the growth of unstable employment 
(Casaca, 2010), women’s involvement in the labour market seems to be irreversible. 
Furthermore, women’s participation in education, particularly in higher education, has increased 
significantly in the last decades (Jacobs, 1996; Marques, n.d.). This has opened up new career 
opportunities for women, and heightened women’s expectations in relation to the labour market and their 
aspirations for a career that suits their qualifications (Costa et al., 2012a; Scott, 1997; Scott et al., 2010b). 
However, despite the fact that they are better educated than men, they still fall behind concerning their 
situation in the labour market (Chagas Lopes & Perista, 2010; Costa et al., 2012a; Jacobs, 1996). Chagas 
Lopes and Perista (2010) suggests that women’s increasing investment in education may be a strategy to 
compensate ex-ante for the discrimination that they expect to suffer in the labour market. 
In fact, despite the remarkable advances over the last decades, gender inequalities persist. Two of the 
spheres where these inequalities can still be observed are employment and the family. In the labour 
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market, women are still more likely to have lower employment rates (Boeri et al., 2005; Casaca, 2010; ILO, 
2009) but higher unemployment rates (Eurostat, 2014a; Ferreira, 2007). The flexibilisation trend and the 
growth in precarious forms of employment is feminised, since women are more likely to be regarded as 
‘disposable’ workforce (Casaca, 2010; Kalleberg, 2000; Rubery et al., 1999). Women are also more likely 
to work part-time and in temporary jobs (Acker, 2006). Although part-time is frequently regarded as a 
facilitator of work-family balance (Boeri et al., 2005), it exists mostly in highly-segregated in female-
dominated areas with lower pay (O'Reilly & Fagan, 1998; Rubery et al., 1999). In Southern Europe, part-
time work is not usually considered a desirable opportunity due to low earnings, job insecurity and lack of 
career prospects (Boeri et al., 2005; Casaca, 2010; Ruivo et al., 1998; Smith et al., 1998). Hence, in these 
countries, part-time work is usually a consequence of a lack of better employment opportunities (Casaca, 
2010; Costa et al., 2011). 
In addition, the labour market is horizontally segregated, which means that women tend to be 
concentrated in ‘typically female’ sectors which tend to be economically less valued (Scott et al., 2010b). 
Vertical segregation can also be observed in the labour market, which means that women are 
underrepresented in high-level management positions and concentrated in hierarchically lower positions 
(Charles, 2003; Hawarden & Marsland, 2011; Padavic & Reskin, 2002). Besides, there is a marked gender 
pay gap, which means that women earn on average lower salaries as compared to men (Costa et al., 
2012a; Eurostat, 2014a; Ferreira, 2010). 
Despite women’s increasing participation in paid employment, they are still overburdened with household 
tasks and care taking, which tend not to be equally split between spouses. The accumulation of tasks in 
paid and unpaid work leads to long working hours and difficulties in balancing work and family lives 
(Guerreiro & Pereira, 2006; Torres & Silva, 1998). Although women work longer hours than men if both 
paid and unpaid work are taken into account (Carvalho et al., 2011; Collinson & Hearn, 2005), women 
suffer from a ‘female disadvantage’ (Eagly & Carli, 2007), since their primary responsibility for family life is 
regarded as incompatible with career progression and leadership. Even in equally qualified partnerships, 
men’s careers tend to take precedence over women’s, regardless of who income earner is (Wilton & 
Purcell, 2010). In addition, workplaces are designed around the model of a male-breadwinner family and 
frequently imply long working hours and lack of flexibility (Scott et al., 2010b). This, together with a lack of 
childcare facilities, reinforces the gender role division, increases the stress of working women and curtails 
their options (Vandegrift, 2008).  
In Section 2.4, gender equality in employment was analysed in the Portuguese context. The Portuguese 
society underwent profound changes after the Carnation Revolution in 1974 and the end of the 
dictatorship. Equality between men and women was only recognised by law in 1976 and, in the last three 
decades, women’s participation in education and paid employment has increased notably. Although the 
growth of female employment suffered with the end of the colonial war, the oil crisis and, later, with the 
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contraction of labour rights at several moments in time (Chagas Lopes & Perista, 2010), female activity 
and employment rates in Portugal are still among the highest in the EU, particularly in full-time work 
(Casaca, 2010; Chagas Lopes & Perista, 2010; Forsberg et al., 2002; Torres & Silva, 1998; Torres et al., 
2005). In addition, Portugal has one of the highest rates of mothers of young children working full-time, 
despite the scarcity of childcare facilities and insufficiency of family networks (Plantenga & Remery, 2009; 
Torres & Silva, 1998). It can be said that economic rationality is the main motor behind women’s 
integration in the Portuguese labour market, since an option and a necessity coexist (Cardoso, 1996; 
Sackmann, 2002). However, despite the legislation, the equality discourse and women’s participation in 
employment, the traditional gender ideology persists, the gender division of labour at home remains 
unchanged (Oliveira et al., 2010), inequalities in the labout market prevail and the gender pay gap is still 
far from being closed (Ferreira, 2010). 
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CHAPTER 3 Gender, Work and Organisations 
3.1 Introduction 
The aim of this chapter is to discuss gender in relation to work and organisations. This chapter begins with 
the definition of key concepts for the present study, such as sex, gender, gender order and gender 
inequality (Section 3.2).  
In Section 3.3, a brief overview of theorising on gender and organisations is provided. The division of 
theoretical tendencies proposed by Calás and Smircich (2006) foregrounds this analysis. The theoretical 
trends grouped under the first strand regard women as a universal category and attempt to justify gender 
inequalities by addressing women’s ‘similarity’ or ‘difference’ in relation to men. The second strand brings 
together theories that focus on gender as produced and reproduced through relations of power, instead of 
debating the sameness or difference between women and men.  
In Section 3.4, recent theorising on gender inequalities in organisations is reviewed. Firstly, the renowned 
‘glass ceiling’ metaphor is analysed, namely how it has contributed to go beyond individual-centred 
explanations to account for gender inequality in organisations. However, other concepts have been 
developed which more adequately capture how inequalities are produced and reproduced in 
organisations. Hence, concepts such as ‘gendered organisation’ and ‘gendering processes’ are more 
useful to deconstruct the apparent gender-neutrality of organisations, as well as unveil situations of overt 
and hidden discrimination. In addition, there is an analysis of how the organisation and the family are not 
separate spheres, since the division of work into paid work in the organisation and unpaid work at home 
mutually reinforce each other, as well as traditional gender roles.  
Finally, in Section 3.5, there is a discussion of how management and leadership are not gender-neutral 
concepts. There is analysis of how the debate on the sameness/ difference of women and men’s 
leadership styles is essentialist and fallacious, because it ignores gender power relations and the 
embeddedness of masculine values in organisations and management. Hence, the genderedness of 
management and leadership are analysed, as well as the obstacles that this genderedness poses to 
women managers. In the last section of this chapter, analysis is undertaken of how understanding ‘doing 
gender’ as ‘doing gender well’ and ‘doing gender differently’ is a good way of capturing how individuals 
contradict gender role expectations, and of acknowledging the gender binary, while also suggesting 
possible ways of disturbing it. 
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3.2 Definitions of Key Concepts for the Present Study  
3.2.1 Sex, gender and the gender order 
It was in the 1960s and 1970s that the term ‘gender’ started to be used in feminist and other critical 
studies about the position of women and men in the society. Since then, many scholars have dealt with 
the differences between sex and gender, or indeed with the relative absence of differences between these 
concepts (Hearn, Metcalfe, & Piekkari, 2012).  
While ‘gender’ is a term still in the making and its definitions are often contested, it has been mostly used 
to establish a distinction with the term ‘sex’. In general terms, ‘sex’ concerns the biological differences 
between men and women (e.g. genitalia or chromosomal typing), and involves the categorisation of 
people as either male or female based on biological criteria (Mavin & Grandy, 2012; Oakley, 1972). 
‘Gender’ refers to the socio-cultural constructions of these biological differences, such as the different 
social roles that are attributed to women and men (i.e. ‘feminine’ vs. ‘masculine’) (Oakley, 1972). Margaret 
Byrne Swain (1995) defined gender as: 
a system of culturally constructed identities, expressed in ideologies of masculinity and femininity, 
interacting with socially structured relationships in divisions of labour and leisure, sexuality and power 
between women and men. (p. 258) 
The concept of gender highlights that many of the differences between men and women are not strictly 
natural or biological, but are also influenced by social, historical and political processes (Jeff Hearn et al., 
2012). Gender can change at different periods in history, since it depends on culture, ethnicity, religion, 
education, class, as well as on the geographic, economic and political environment (OECD, 1999). The 
importance of regarding gender as socially constructed is that femininity and masculinity are not seen as 
either absolute or true (Wahl, 2001). 
Hence, gender is not a consequence of our ‘essential’ sexual nature. It is not a variable, a set of traits, a 
‘natural’ property or a possession of individuals, but rather a product of ‘social doings’ (p. 129), 
constructed and accomplished in everyday interactions with others (West & Zimmerman, 1987). For West 
and Zimmerman (1987), doing gender is unavoidable. Doing gender consists in managing what is 
perceived to be as expressions of feminine and masculine ‘natures’: it is ‘the activity of managing situated 
conduct in light of normative conceptions of attitudes and activities appropriate for one's sex category’ 
(West & Zimmerman, 1987, p. 127). The outcome of ‘doing gender’ is seen in the context either as 
gender-appropriate or as gender-inappropriate, as individuals fail or succeed in meeting gendered societal 
expectations. Although it is individuals who ‘do’ gender, it is a ‘situated doing, carried out in the virtual or 
real presence of others who are presumed to be oriented to its production’ (West & Zimmerman, 1987, p. 
126).  
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West and Zimmerman’s conceptualisation of gender was revolutionary because it reframed gender as a 
variable and dynamic process, and no longer as a fixed status (Jeanes, Knights, & Martin, 2011). Butler 
(1990) stretched ‘doing gender’ beyond face-to-face interaction to encompass discourse, laws, institutional 
practices, etc. While West and Zimmerman’s concept of gender is more stable, Butler’s is more unstable, 
because for her gender is constantly being redefined. In addition, she claims that both gender and sex are 
created in discourse. For Butler, gender can and should be undone, and its essentialist, rigid and 
permanent binary division into feminine and masculine should be overcome. In her theorisation, gender 
can be undone because gender identity is regarded as performative. Undoing gender might free the 
humanity from rigid gendered norms, particularly those who do not fit them (Butler, 2004). 
While Butler (1990, 2004) argued that gender can be undone, Mavin and Grandy (2012) claimed not so 
much that gender can be undone, but that it can be re-done or done differently. While women and men 
can do gender differently and unsettle gender binaries by enacting masculinity or femininity, respectively, 
they remain constrained and restricted by gender binaries (Mavin & Grandy, 2012) (See discussion in 
Section 3.5.3 Women managers ‘doing gender’ well and differently). 
Gender is not only a ‘constitutive element of social relationships based on perceived differences between 
the sexes’, but it also signifies relationships of power (Scott, 1986, p. 1067). It contributes to the 
subordination of women by men, because in doing gender, men do dominance while women do deference 
(Goffman, 1967, as cited in West & Zimmerman, 1987). Men are positioned as the norm (Alvesson & 
Billing, 1997), while women are conceived as ‘the Other’ (Butler, 2004). This serves to maintain a 
hierarchical structuring between the sexes (Patterson, Mavin, & Turner, 2012b). Connell (1987) uses the 
phrase ‘gender order’ to refer to ‘a historically constructed pattern of power relations between women and 
men and definitions of femininity and masculinity’ in the society as a whole’ (p. 98-99). The gender order is 
not immanent in biology, but it is rather a historical response to human reproduction (Connell, 1987). 
Although gender differences are constructed, they are used to reinforce the idea of ‘essential’ differences 
between women and men. This legitimates hierarchical arrangements and ‘naturalises’ the gender order. 
Since the structure appears natural, subordination is more efficient (Frye, 1983, as cited in West & 
Zimmerman, 1987). The gender stratification system is bolstered and perpetuated by its apparent 
legitimacy (Chafetz, 1988). All organisations also have a gender order that reflects the power balance 
between men and women. This gender order is related to the gender order of the society and cannot be 
separated from it, because both reproduce each other (Wahl & Holgersson, 2003). 
Although gender is the basis of women’s subordination, it also bears the potential for change towards 
equality between men and women (Eisenstein, 1983). However, it is not necessarily easier to change 
gender than to change sex just because it is socially constructed (Evans, 1994). 
Despite the usefulness of distinguishing between sex and gender, this distinction can be problematised for 
a number of reasons. Firstly, because it may frame biology as pre-social when, in fact, biology is 
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constituted in the social. Secondly, because it may reinforce dichotomies such as nature/culture, 
body/mind. Thirdly, because the sex/gender distinction may reposition male/masculinity as the norm 
(Hearn et al., 2012). Still, gender is a useful concept for theorising the positions and relationships between 
men and women in the society. 
The idea that gender is not a result of our ‘essential’ nature, but rather a social construction, is central for 
the present study. Gender is here understood as a dynamic process, which is done in daily interactions, 
discourse, laws and institutional practices. Socially constructed gender differences ‘naturalise’ the gender 
order and women’s subordination. The belief underlying this investigation is that, although the purpose of 
‘undoing gender’ seems overly optimistic, it may be possible to unsettle gender binaries and challenge the 
gender order. Finally, this study conceives gender as an analytic category, and not just as a socially 
constructed binary identity. 
3.2.2 Gender (in)equality 
Gender equality is a contested notion. However, it is frequently discussed and taken as a harmonious and 
a-conflictual concept, either due to a tendency of dominant discourses to homogenise the diversity of 
understandings of the concept, or due to the need to bring gender equality into the policy agenda more 
easily (Verloo, Bustelo, & Lombardo, 2007).  
The Council of Europe (2015) defines gender equality as: 
[…] an equal visibility, empowerment and participation of both sexes in all spheres of public and private life. 
It requires the acceptance and appreciation of the complementarity of women and men and their diverse 
roles in society.  
According to the Beijing Platform for Action, gender equality implies: 
[…] removing all the obstacles to women's active participation in all spheres of public and private life 
through a full and equal share in economic, social, cultural and political decision-making. This means that 
the principle of shared power and responsibility should be established between women and men at home, 
in the workplace and in the wider national and international communities. (United Nations) 
For Jeff Hearn (2010), the term ‘equality’ can be understood differently, depending on the level of analysis. 
Firstly, it can refer to equality of process and fairness in procedures, which can also be referred to as 
‘equity’. Secondly, the term can refer to equality of outcomes, i.e. equality in the distribution of resources 
and power. This latter approach requires attention to the intersection of gender with other inequalities, e.g. 
class and race, so that it is not only the most privileged group of women that benefit from gender equality 
(Verloo, 2010). 
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Gender inequality can also be conceptualised in several ways (Ramazanoglu & Holland, 2009). Firstly, 
gender inequality can be theorised with basis on men's greater bodily strength and aggression, as well as 
need to control women's bodies in order to control reproduction. Secondly, it can be regarded as a result 
of the institutionalisation of male, patriarchal power and control of the sexual division of labour. Thirdly, 
inequalities can also be conceptualised as derived from repeated everyday practices, which reproduce 
and reinforce inequalities, e.g. through the different socialisation of girls and boys. Fourthly, differences 
between men and women can also be regarded as being constituted in language, in discourses 
concerning gender differences (Ramazanoglu & Holland, 2009).  
According to Amâncio (1994) and the model of symbolic asymmetry in gender representations, men are 
socially constructed as individuals and are close to the referent of ‘person’. Hence, they are perceived as 
autonomous in relation to their gender belonging, while women are constructed as a sexed category 
(Amâncio, 1994; Oliveira et al., 2010). The specificity that is socially assigned to the female category is 
related with the characteristics of women as caretakers within the family or with their physical 
characteristics as objects of desire. Hence, women are distant from the universal referent of ‘person’. This 
is a way to justify women’s marginalisation in other social activities, such as work and citizenship (Oliveira 
et al., 2010). 
Verloo and Lombardo (2007) identified three main visions of gender equality. In the first vision, equality is 
regarded as sameness and as gender-neutrality. It aspires that women should be treated as if they were 
equal to men, according to the same norms and standards, as well as be entitled to the same rights and 
opportunities as men. It is oblivious to the fact that, e.g. the labour market is moulded according to the 
male norm, despite its seeming gender-neutrality. The second vision is named as the ‘difference’ or 
‘reversal’ approach, and it advocates the need to recognise and valorise women’s difference. In the third 
vision, the gendered world is problematised. It moves beyond the dichotomy of equality versus difference 
to challenge the category of ‘gender’, deconstruct political discourses and adopt diversity policies. It is a 
transformative vision of gender equality, since it advocates the transformation of all established norms of 
what is or should be male and female.  
According to Jeff Hearn et al. (2012), gender is material and bodily, and not only discursive. Hence, it is 
important to consider that gender is not isolated and cannot be separated from other forms of oppression 
and social divisions with which it intersects (Hearn et al., 2012). Intersectional analyses are important, 
because they focus on the multiple disadvantages and oppressions that several groups of women might 
face due to the linking of gender, class and race (Acker, 2006b; Ferguson, 2010; Ferguson, 2011a, 2011b; 
Morais, Yarnal, Dong, & Dowler, 2005; Scott et al., 2010b; Swain, 1993; Vandegrift, 2008; Wilkinson & 
Pratiwi, 1995). This is related to the interlocking of three systems – imperialism, capitalism and patriarchy 
(Swain, 1993). Religion, age and physical disability are examples of other possible inequalities.  
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These different inequalities can be mutually reinforcing processes or contradicting processes (Acker, 
2006b). For example, in the last decades, there has been an increase in class-based inequalities in 
Europe and North America, but a narrowing of gender gaps and inequalities in employment and 
participation in decision-making (Walby, 2011). While women of the urban and middle classes seem to be 
the main winners of gender equality and emancipatory movements, female migrants in some EU countries 
seem to have been excluded from access to central privileges. They also have lower rates of participation 
in education and employment. Many become cheap workers, who fill the gaps of an inadequate welfare 
state, e.g. as housekeepers or babysitters, in the homes of indigenous middle class women, so that these 
have the possibility to seize career opportunities (Pfau-Effinger, 2002). Female migrants are not only 
affected by gender inequalities. Lack of political rights and cultural marginalisation can also lead to the 
perpetuation of traditional forms of subjection (Calloni & Lutz, 2002). These are examples of how gender, 
class and race/ethnicity can intersect. 
Holvino (2000) presents a critique of feminism for not reflecting the concerns of women of colour, and for 
having extrapolated the concerns and experiences of white middle-class heterosexual women to all 
women. Firstly, there is no separation between the public and the private sphere for women of colour, 
since they have always worked. Secondly, men and family are not necessarily the oppressors. Thirdly, 
privileged white women have exploited women of colour as domestic workers.  
Class is also a relevant concept. It contributes to perpetuate inequalities in employment especially when 
combined with educational advantages (Scott et al., 2010b). Schoon (2010) points out that in the transition 
to adulthood there is a polarisation between the educated young people who invest in extended education 
and delay parenthood, and the less privileged ones who assume adult roles earlier and have fast 
transitions to employment and family.  
Women from higher classes are more likely to be in continuous employment and take less time out to take 
care of children or elderly family members, if compared to women with routine or manual employment. 
Women’s decisions to go back to work after an interruption are often different for different classes, with 
working-class women being more likely to return to work sooner because they need money. Women from 
higher social classes have a wider range of options concerning forms of balancing work and professional 
lives, while women from lower classes do not have that luxury. Less privileged parents are more likely to 
rely on relatives, while professional parents are more likely to outsource childcare (Scott et al., 2010b). 
Appendix 3 presents a reflection on how gender inequality is produced more broadly in the society 
according to Walby (2011).  
This investigation is mostly centred on how gender inequalities are produced in organisations, and how 
inequalities in organisations and within the family are intertwined. Hence, Acker defines gender inequality 
in organisations as:  
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Systematic disparities between participants in power and control over goals, resources, and outcomes; 
workplace decisions such as how to organize work; opportunities for promotion and interesting work; 
security in employment and benefits; pay and other monetary rewards; respect; and pleasures in work and 
work relations (Acker, 2006b, p. 443). 
Even if this investigation is focused on gender, it does not ignore how other forms of inequality, namely 
class or country of origin, intersect with gender inequality. In addition, it is borne in mind that the women 
who are analysed in this study are already in privileged positions themselves. Gender equality is 
understood here in a broader sense, surpassing the mere equity of processes, and encompassing the 
equality of outcomes. This study also aims to bring gender power relations centre stage. Therefore, a 
transformative vision of gender equality underlies this investigation, which moves beyond the dichotomy of 
equality versus difference, and deconstructs what is or should be male and female (Verloo & Lombardo, 
2007). In the next sections, gender inequality will be analysed in the organisational context, particularly in 
management.  
3.3 Theorising on Gender and Organisations 
Organisations are marked by gendered patterns. The majority of organisations are segregated both 
horizontally and vertically across gender lines, managerial positions are still mostly filled by men, women’s 
and minorities career mobility is limited by a ‘glass ceiling’ and a ‘sticky floor’, and the sex-typing of 
occupations persists, as well as the gender pay gap (Acker, 2006; Bendl & Schmidt, 2010; Padavic & 
Reskin, 2002). Although such phenomena have been mostly studied at the regional or national levels, it is 
in organisations that such patterns are created. Therefore, it is important to study organisations and their 
internal processes which reproduce these inequalities (Acker, 2006). 
Theorising on gender and organisations has expanded significantly since its beginning in the early 1970s. 
It began slowly with criticisms of feminist scholars to conventional organisational theory and research for 
ignoring the presence of women in work organisations (Acker, 1990; Acker, 2006; Kanter, 1977). The 
proliferation of research on gender and organisations can be partly explained by the interdisciplinary 
nature of the field, which has been approached by sociologists, organisational theorists, psychologists, 
political scientists, anthropologists, scholars in education, and economists (Acker, 2006).  
Kanter’s (1977) Men and Women of the Corporation is by far one of the most cited works in the field of 
gender, organisation and management. Her work had an enormous repercussion on subsequent literature 
on gender, management and organisations. In Kanter’s approach, women’s success in corporate life, or 
relative lack of it, is the result of structures of opportunity in the organisation, the way power is distributed, 
and the disproportional representation of different kinds of people, including men and women, in various 
positions in the corporation. This is a leap forward in comparison to previous theories of gender in 
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organisations, which used traditional social psychological and individual models of work behaviour to 
explain the different outcomes and levels of success of women and men in large organisations. Although 
Kanter has been criticised for seeing organisations as gender neutral, denying the importance of gender, 
reducing everything to a ‘numbers’ issue and failing to see gender power relations in organisations, her 
work has been praised for bringing about a structural approach on gender and organisations, and thereby 
moving away from essentialist and biological approaches (Wahl, 2011) (read more in Appendix 4).  
However, Acker (1990) contended that previous feminist studies of gender and organisations, including 
Kanter (1977), failed mostly because they assumed that there was a ‘contamination’ of the gender-neutral 
organisational structures with gendered attitudes, and assumed that mainstream organisational theory 
was gender neutral. Hence, the aim of feminist research on gender and organisations is to make visible 
women’s experiences in the organisations, and to show how gender constructions in organisations are 
marked by a ‘gender-neutral’ ideology, which obscures the reality of gender, and also race, subordination, 
and perpetuates unequal power through everyday practices (Acker, 1990, 1998; Wahl, 1992). The 
apparent ‘gender neutrality’ of organisations is deconstructed by showing the centrality and dominance of 
particular male practices and behaviours that lie at the core of most organisations (Acker, 1998). A 
feminist perspective on organisations also brings the meaning of gender power relations to the core of 
organisational analysis, as well as emotions, sexuality and bodies (Acker, 1998; Wahl, 1992). 
Since this study adopts a feminist approach, it is important to analyse the evolution and impact of feminist 
theorising on organisational studies. The main basis for this review is the work of Calás and Smircich 
(2006), which describes how each theoretical tendency in feminist thought is connected to organisational 
research, and how each of these tendencies highlights different organisational issues. They divided these 
theoretical tendencies into two groups: 
 Those strands that regard ‘women’ as a universal category and address their ‘similarity’ or 
‘difference’ in order to account for their subordination to men; 
 Those strands of research that focus on gender as being produced by power relations.  
Accordingly, this section is split into two parts that reflect the division proposed by these authors. 
3.3.1 ‘Women’ as a universal category and the ‘similarity’ and ‘difference’ 
discourse  
This strand identified by Calás and Smircich (2006) encompasses three main trends in feminist theorising: 
liberal, radical and psychoanalytic feminism. All these trends share the conviction that there is something 
specific about women that accounts for their difficulties. 
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Liberal feminism is reformist rather than revolutionary. It can be seen as the historical starting point for all 
other feminist theorising. Most of the literature on gender and organisations from the 1960s onwards falls 
under the category of ‘women-in-management’. Sex/gender is regarded as a variable and not as an 
analytical framework (Alvesson & Billing, 1997; Calás & Smircich, 2006). Investigation presumes the 
gender neutrality and universality of organisation and management theory, and the notion of the ‘ideal 
worker’ as based on the masculine stereotype goes unquestioned (Acker, 1990, 1998, 2012; Benschop, 
2006; Kelly, Ammons, Chermack, & Moen, 2010). Liberal feminism tends to assume a fundamentally just 
system, where deviations from equality occur mostly as a result of incorrect socialisation, lack of 
information, or the absence of corrective legislation (Calás & Smircich, 2006; Chafetz, 2006). It seldom 
addressed the interests of less privileged women or women of colour. It is mostly concerned with the 
interests of white, middle class and educated women (Holvino, 2000). The research approaches are 
positivist with a preference for quantitative methodologies and a preoccupation with the use of measurable 
constructs (Calás & Smircich, 2006).  
Early women-in-management research placed great emphasis on psychological variables in order to 
explain discrimination (Calás & Smircich, 2006). One of the main issues of analysis in psychological and 
individual level research is whether there are sex/gender differences in behaviours, e.g. in leadership, 
uses of power, job satisfaction or organisational commitment, and how sex/gender differences can affect 
human resource management (Calás & Smircich, 2006; Santos, 2010).  
Later, liberal feminism has shifted to sociological-based research and to structural explanations of gender 
discrimination (Calás & Smircich, 2006). It has thus engaged in analyses of organisational structures and 
the ‘glass ceiling’ (e.g. Boone et al., 2013; Dang, Nguyen, & Vo, 2014). Kanter (1977) inspired much of 
this work. More recent liberal feminist research has also addressed the connection of the broader social 
system with organisational issues such as equal opportunities, affirmative action, discrimination, sexual 
harassment and work-family issues (Calás & Smircich, 2006; Meyerson & Fletcher, 2000).  
For the radical feminist strand, the central problem is patriarchy and the subordination of women. It 
addresses the fact that cultural practices value men’s experiences over women’s. Gender is regarded as a 
system of male oppression (Calás & Smircich, 2006). Patriarchy is regarded as preceding all other forms 
of oppression and as present in all societal structures and processes, particularly in the patriarchal family 
(Lindsey, 2010). Radical feminists envision a new social order where experience is defined and structured 
based on women’s difference, and where the sex-class system is eliminated (Chafetz, 2006). Although 
organisational theory inspired by radical feminists is scarce, they advocate the importance of organisations 
and institutions that reflect feminist values, such as equality, community and participation (Aitchison, 2005; 
Calás & Smircich, 2006). 
Early applications of psychoanalytic theory to theorising on women and organisations explained women’s 
economic subordination with basis on feminine character traits. Different socialisation experiences from an 
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early age influence managerial behaviour (Calás & Smircich, 2006; Hennig & Jardim, 1977; Santos, 2010). 
Hence, women are regarded as falling short in the corporate culture because modern business reflects the 
male developmental experience. Hence, women come out as ‘deficient’ managers (Wahl, 2012; Wahl, 
Holgersson, & Höök, 2005). Women would need to change themselves in order to succeed but, unlike 
what is suggested by women-in-management literature, an ‘instant re-making’ of women is not possible. 
Psychosexual development is both a personal and societal issue, influenced by cultural and history (Calás 
& Smircich, 2006). Another strand of psychoanalytic theorising on organisations argues that women’s 
differences are not ‘deficiencies’ but advantages (Regine & Lewin, 2003; Rosener, 1990). However, the 
focus on the female advantage has been criticised because it can be questioned whether this focus is 
actually advantageous for women or only contributes to further entrench gender stereotypes (Calás & 
Smircich, 2006; Due Billing & Alvesson, 2000). 
This strand of feminist theorising has been criticised for mostly addressing the experiences of a ‘universal 
woman’ who is white, Euro-American, middle-class and heterosexual (Acker, 2012; Benschop & 
Doorewaard, 2012; Calás & Smircich, 2006; Holvino, 2000; Sanchez-Hucles & Davis, 2010; Williams, 
2013). It has also been criticised for focusing on the ‘sameness’ versus ‘difference’ debate (Calás & 
Smircich, 2006; Oliveira et al., 2010; Wahl, 1998). One the one hand, the idea of ‘sameness’ has been 
charged with ‘essentialism’, and it fails to examine the gender norms behind what is considered to be 
‘equal’. On the other hand, the idea of ‘difference’ naturalises the differences between women and men, 
and recreates the conditions for ongoing discrimination. In fact, these are not opposite terms. While 
‘equality’ refers to legal rights, ‘difference’ describes socio-cultural conditions (Calás & Smircich, 2006).  
3.3.2 Gender as produced by power relations 
The second group of tendencies in feminist theorising on organisations identified by Calás and Smircich 
(2006) encompasses socialist feminism, poststructural/ postmodern feminism and transnational/ 
postcolonial feminism. These trends focus on gender and power relations, and not on the equality/ 
difference debate. They no longer simply refer to sexed bodies, but to gender as a social systemic process 
produced and reproduced through relations of power (Acker, 1990, 1998; Calás & Smircich, 2006).  
Socialist feminist theorising is a confluence of Marxist, radical and psychoanalytic feminism, despite its 
criticisms of the universalist tendencies of the latter two trends. It adds gender to Marxism and contends 
that there is a hierarchy among men through a system of class, and that men dominate women through a 
system of gender. It integrates several strands such as standpoint theory and intersectionality, which 
highlights the simultaneity and fluidity of oppressions. Socialist feminism in organisational theory has also 
reflected how the public and the private spheres cannot be separated, because ‘organisations, families 
and societies are mutually constituted through gender, race, class and so on, relations of domination and 
subordination’ (Calás & Smircich, 2006, p. 308). Within this strand, Acker’s (1990, 1998, 2009, 2012) work 
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has been very influential for the theorising of gender and organisations, in particular her conceptualisation 
of gendering processes and inequality regimes (see Section 3.4.3). 
Poststructuralism, which originated in literary criticism and is characterised by a ‘linguistic turn’, has 
influenced social sciences and stimulated critical engagement with theories of social, economic and 
cultural power. It is interested in the critical study of power relations embedded in the structures of 
modernity (Aitchison, 2005). Poststructuralism has highlighted how knowledge is relative, as well as the 
existence of multiple truths, thus introducing ‘uncertainty into our ways of knowing about the social and 
cultural world’ (Aitchison, 2005, p. 21). Poststructuralist thinkers also argue that it is only possible to 
produce a partial story of women’s lives in oppressive contexts (Olesen, 2011). In addition, 
poststructuralism calls attention to the way knowledge is produced, legitimised and produced by dominant 
groups, and reveals the power relations inherent in these processes. It has highlighted how masculinity is 
the unstated norm in knowledge construction, which is neither objective nor universal (Acker, 1990; Calás 
& Smircich, 2006; Santos, 2010). By doing so, it opens the way to ‘the possibility of contesting and 
reworking these privileged epistemologies or ways of knowing and seeing’ (Aitchison, 2005, p. 21). 
However, while its rarefied language makes it possible to identify the oppressor, it lacks actual political 
effectiveness. It has many ramifications, such as performative gender theory, lesbian and gay studies, as 
well as queer studies.  
In organisational studies, poststructuralism has shown how organisational theory is not gender neutral, but 
based on masculine imagery and connotations (Acker, 1990, 1998, 2009; Benschop & Doorewaard, 1998; 
Bruni, Gherardi, & Poggio, 2004; Collinson & Hearn, 2005; Commission of the European Communities, 
2009; Guerreiro & Pereira, 2006; Jordan, 1997; Kantola, 2008; Parrett, n.d.; Purcell, 1997; Williams et al., 
2012). This seeming neutrality allows for the male norm and the male hegemony to be tacitly reproduced 
under the cover of ‘neutrality’, thus contributing to the crystallisation of norms and values (Green & 
Cassell, 1996; Santos, 2010). Organisational studies influenced by poststructuralism have also 
problematised gendered constructions of management, and the dialectic relationship between 
constructions of masculinities and constructions of management. Women face problems at the 
management level, since they are constructed as ‘the Other’ (Wahl et al., 2005). 
Transnational/postcolonial feminism draws attention to what is left unanalysed in feminist theorising: 
material complexity, and the reality and agency of Third World women. It criticises Western feminist 
theorisations of gender for universalising the experiences and images of privileged white women in the 
First World (Holvino, 2000), while ignoring Western women’s involvement in the history of colonisation 
(Calás & Smircich, 2006). Feminist politics should also be grounded in the histories of racism and 
imperialism, as reaffirmed by Mohanty (1991, 2003). Hence, transnational/postcolonial feminism stresses 
how gender is not sufficient as analytical lens (Townsley, 2003): it is important to voice ‘other knowledges’ 
which would highlight the simultaneity of oppressions. There is not an abundance of organisational 
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research reflecting the intertwining of gender, capitalism and globalisation. There is some research on 
masculinities and global capitalism reflecting on the declining sense of responsibility of ‘transnational 
business masculinity’, or an opposed masculinity, namely that of the ‘caring father’ in a dual career family 
(Calás & Smircich, 2006). Another aspect analysed is how the unpaid work of women at home supports 
the gendered ‘for-profit’ economy, as well as how the services provided by Third World men and women 
support the intensification of the work demands for First world men and women (Calás & Smircich, 2006; 
Pfau-Effinger, 2002). This theoretical trend has a more materialist focus, and is less focused on language 
and representation (Calás & Smircich, 2006).  
While the materialist approaches of early socialist feminism were criticised for their economic 
reductionism, the more cultural and postmodern approaches have now been considered extreme and 
unable to have political effectiveness due to their focus on language. Consequently, the material is now 
being reassessed in feminist theorising, which is particularly important because the processes of 
globalisation are material in their effects (Calás & Smircich, 2006). Townsley (2003) underlined that the 
most productive route for the study of the gendered organisation is to recognise the mutually influential 
relationship of these two different perspectives, which she labels as ‘gender as body counts’ and ‘gender 
as power relations’. According to her, ‘gender as power relations depends upon gender as body counts to 
have something to deconstruct, while the latter depends upon the former in order to make new 
interpretations’ (p. 626). 
For Calás and Smircich (2006), we should not choose between economic, cultural and political concerns, 
but link our understanding of globalisation, imperialism, postmodernism, nationalisms, racism and global 
feminism. A critical engagement is essential for achieving change against oppressions and discrimination. 
Therefore, researchers should emphasise subjectivity and identity, without neglecting the materiality of the 
social and economic systems, the body and power relations (Calás & Smircich, 2006). According to Calás 
and Smircich (2006), the approach adopted by Acker (2004) is an example of how both approaches can 
be intertwined: gendered images of masculinity and femininity matter in the symbolic construction of 
desirable workers. However, these images have very material consequences, since they constantly 
reproduce particular gender, class and race relations.  
Given the importance of Acker’s work for organisational theory (1990, 1992, 1998, 2006, 2009, 2012), it is 
analysed in greater depth in Section 3.4.3, and used as a framework in part of the empirical study 
(Chapter 1). Acker’s theorising on gender and organisations intertwines gendered practices with a gender 
substructure in the organisation, and highlights how hierarchies are constructed through daily processes, 
in which gender, class and race are involved. Gendering and organising are seen as simultaneous 
processes.  
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3.4 From the Glass Ceiling to the Glass House: An Analysis of the Gendered 
Organisation 
It is important to overcome theorising that focuses on individual explanations for women’s 
underrepresentation at the top of organisations, highlighting women’s characteristics and behaviours as 
the causes for gender inequality. The studies that target women’s characteristics and behaviour as the 
major reasoning for gender inequality are essentialist and adopt a ‘blame-the-victim’ approach, thus 
contributing to the reinforcement and legitimation of gender inequality (Smith, Caputi, & Crittenden, 2012). 
Despite the existence of a solid body of theorising work on gender and organisations, many empirical 
studies still use gender as a variable instead of as a tool for analysis, and ignore feminist theorising.  
Therefore, this section analyses how theorising on gender and organisations has gone beyond such 
individual-centred explanations. Firstly, the concept of ‘glass ceiling’, which has been extensively used in 
literature on gender, organisations and management, is discussed with a critical lens. Despite the 
popularity of this metaphor, and its focus on structural rather than individual-level explanations for gender 
inequality, other concepts have been developed which more adequately capture how inequalities are 
produced and reproduced in organisations. Hence, it is more relevant to conceptualise organisations as 
gendered and influenced by constant gendering processes, where processes of hidden discrimination may 
occur. It is also discussed how the gendering of paid work in the organisation cannot be separated from 
the gendered division of unpaid work at home, since both reinforce each other and contribute to the 
reproduction of gender divisions and gender inequalities in organisations. 
3.4.1 ‘Glass ceiling’ and criticisms to the glass ceiling 
The ‘glass ceiling’ metaphor has been widely used in literature on gender and management to explore 
discriminative processes in organisations (Bendl & Schmidt, 2010). It refers to invisible barriers that many 
women and minorities are faced with, which hamper their progression to higher level positions, namely 
senior and executive management positions (Bendl & Schmidt, 2010; Cotter et al., 2001; Esteban, 2004; 
Zhong & Couch, 2007), and captures most illustrations of discrimination in the workplace (Bendl & 
Schmidt, 2010). It has been so central in literature on gender inequality in organisations, that several other 
metaphors and labels related with it have developed in the last decades (Smith et al., 2012). 
Conceptualising women’s underrepresentation at the top of organisations as a result of a ‘glass ceiling’ 
has the advantage of focusing on structural rather than individual explanations for gender inequality.  
However, the glass ceiling metaphor has been criticised in the most recent theorising on gender and 
organisations. According to Altman (2005), conceptualising the glass ceiling as a single and invisible 
barrier is ignoring the complexity of the situation. In the same line, Eagly and Carli (2007) argue that the 
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idea of a ‘glass ceiling’ implies obstruction to upward progression by an invisible barrier right before 
reaching the very top of organisations, while ignoring existing barriers all the way along the path to top 
management. For Meyerson and Fletcher (2000), it is not the ‘glass ceiling’ that is holding women back, 
but the whole structure of the organisations where they work. Women face barriers to advancement not 
only above them, but also all around them. Hence, it is more the ‘glass house’ rather than the ‘glass 
ceiling’ that hampers women’s career progression. The glass ceiling metaphor also fails to problematise 
systemic and subtle forms of discrimination that still prevail, and that affect even those women who have 
already made it to the top.  
Bendl and Schmidt (2010) have addressed additional criticisms to the glass ceiling metaphor, since it is 
linked to the notion of stable careers in modern hierarchical organisations. However, in the postmodern 
organisation, the lifetime career model has been replaced by more flexible types of careers, marked by the 
current trend of fast job rotation, and highly hierarchical structures have been substituted by co-operation-
oriented organisational relationships. In addition, this metaphor describes discrimination from a structural 
instead of a processual perspective, and regards it as static, discrete, and unchangeable (Bendl & 
Schmidt, 2010). This way, it fails to capture changes in postmodern organisations in the contemporary 
context (Bendl & Schmidt, 2010). 
Although a broader definition of glass ceiling as the ‘cumulative disadvantage of blocked opportunities’ 
bypasses some of the criticisms presented above (Prokos, 2005, p. 526), other concepts are more useful 
to capture the practices and processes that constantly produce and reinforce inequalities in organisations, 
including in top level management. Such concepts are, for example, ‘gendered organisation’, ‘gendering 
processes’ and ‘inequality regimes’. These concepts are analysed in the following sections. 
3.4.2 The gendered organisation 
The simplest notion of organisation corresponds to the tangible picture of something that ‘appears to 
function within four walls’, such as a school, an office, a factory or a church (Collinson & Hearn, 2005, p. 
291). However, this picture of the visible organisation is even prior to the Industrial Revolution, as it stems 
from the isolated industrial mills from the eighteenth century (Hearn & Parkin, 2003). With the growth and 
expansion of organisations, they have become less concentrated in terms of place and time, and more 
difficult to grasp and define. For this reason, organisation and place cannot be conflated any longer, 
particularly if we think of transnational corporations, virtual and cyberorganisations (Collinson & Hearn, 
2005; Hearn & Parkin, 2003). 
Another aspect of organisations is that they structure social relations and are structured by them. 
Organisations are not mere outcomes, but processes embedded in social contexts (Hearn & Parkin, 
2003). They are not simply the result of the individual and intentional action of their members and founders 
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(Collinson & Hearn, 2005), since they are embedded in a network of other social relations that precede 
them. Additionally, political processes in organisations contrast with ‘fantasies of rational, centrally 
managed and benign organizations’ (Davey, 2008, p. 651). Hence, organisations should not be regarded 
as static, but rather as ‘shifting social processes’, which are constantly becoming something else 
(Collinson & Hearn, 2005, p. 291).  
Organisations are the product of history and culture and are influenced by external conditions. They are 
not neutrally organised. In fact, organisational progress, namely since the Industrial Revolution, has been 
shaped by men – whether as entrepreneurs, innovators, leaders, managers or workers (Collinson & 
Hearn, 2005). Therefore, organisations are ‘malestream’ (Hearn, Piekkari, & Jyrkinen, 2009; Linstead, 
Brewis, & Linstead, 2005; Patterson, Mavin, & Turner, 2012a; Patterson et al., 2012b). In fact, patriarchy is 
not simply some abstract structural force, but it is practised in most organisations in our society (Hearn, 
2000). Organisations are places where male power is produced and reproduced (Collinson & Hearn, 2005; 
Hearn & Collinson, 2006), and where the construction of men’s identity, status and power take place 
(Collinson & Hearn, 2005; Hearn & Collinson, 2006; Santos, 2010). Paid work is central in the construction 
of men’s identity, status and power (Collinson & Hearn, 2005; Hearn & Collinson, 2006; Santos, 2010). 
Employment provides not only economic resources, but also symbolic benefits, which mutually reinforce 
men’s power position both at work and at home (Collinson & Hearn, 2005).  
Gender is implicated in organisations in many forms and at many levels, from the production, to 
management, to wage relations. Thus, it can be said that organisations are gendered (Hearn, 2000). 
Acker (1990) defines ‘gendered’ as: 
To say that an organization, or any other analytic unit, is gendered means that advantage and 
disadvantage, and control, action and emotion, meaning and identity, are patterned through and in terms of 
a distinction between male and female, masculine and feminine (p. 146). 
Britton (2000) expanded Acker’s definition to add the idea that organisations are so deeply gendered, that 
they further reproduce and reinforce gender differences: 
To say that organizations are inherently gendered implies that they have been defined, conceptualized, and 
structured in terms of a distinction between masculinity and femininity,(...) and will thus inevitably reproduce 
gendered differences. (p.419) 
Moreover, relations in organisations are not only mediated by gender-based images and beliefs, but are 
also pervaded by gender-based power asymmetries (Acker, 1988). In fact, gender power relations are 
major attributes in most organisations (Hearn & Parkin, 2003).  
Management, hierarchies, divisions of labour and sexuality are usually gendered in organisations (Hearn, 
2000). Hierarchy in organisations is an expression of traditional power relations, since it usually implies a 
disproportionate number of women at the bottom and a disproportionate number of men at the top. In fact, 
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‘gender is so deeply embedded in hierarchical structure that alteration of the gender order tends to 
threaten the hierarchy itself’ (Acker, 1988, p. 482). 
Organisational processes are not only ‘gendered’, i.e. they are not only passively shaped by gender 
ideologies and practices (Szczepaniková, 2006). They also have a ‘gendering’6 character, because they 
influence how workers perceive themselves as gendered, and have an impact on gender relations at many 
levels, as well as images and beliefs about men and women, masculine and feminine in the society. 
Besides, Jeanes (2011) contends that organisations are ‘a key mechanism by which social inequalities are 
created’ (p. xii). 
Gender segregation of work, income and status inequalities and even some aspects of gender identities 
are partly created through organisational practices. Organisations are also a setting where cultural images 
of gender are reproduced and reinforced (Acker, 1990). Hence, it is imperative to analyse the gendering 
processes and gendered outcomes in organisations, which are ‘imbued with and constitutive of gendered 
meanings’ (Townsley, 2003, p. 620). In the following section, gendering processes are conceptualised. 
3.4.3 Gendering processes  
Organisations are not gender neutral, but influenced by constant gendering processes, i.e. formal and 
informal practices and policies that seem to be ‘gender neutral’ or ‘gender blind’ at the surface level, but 
that affect men and women differently (Hearn, 2000). Gendering processes also entail ‘everyday 
interactions that enact patterns of dominance and submission between men and women, and the ways 
people internalize and act out gender identities’ (Hearn, 2000, p. 617).  
Hearn et al. (2012) identified a set of typical patterns of gendering in organisations with basis on previous 
theorising on gender and organisations. Firstly, work in organisations and management is usually valued 
over work in the private domains, which results in men’s work being frequently valued over women’s, and 
in women carrying the double burden of unpaid domestic work and childcare. Secondly, there are 
gendered divisions of labour and authority, both formal and informal, which generate horizontal and 
vertical segregation and, frequently, differences in the status of men and women in organisations. Thirdly, 
these authors mentioned the existence of ‘gendered processes between the centre and the margins’ (p. 
512), e.g. while women are usually in ‘front-line’ activities, ‘central’ activities in organisations are more 
likely to be staffed by men. 
                                                          
6 Kelly Dye (2010) defines ‘gendering’ as: ‘Gendering is the process of ascribing characteristics of masculinity or femininity, 
femaleness or maleness to a phenomenon (i.e., a role, position, concept, person, object, organization, or artifact), usually resulting 
in power and privilege, voice and neglect, or advantage and disadvantage, as drawn along the lines of sex and gender. The 
process of gendering serves to create something that is “gendered”—that is, that causes a division based on sex or gender and 
that privileges one sex or gender, thereby silencing or suppressing the other’. (p. 414) 
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Fourthly, there are gendered processes in sexuality, since most organisations reproduce the prevailing 
heterosexual norms, ideology and practices. Other processes identified by Hearn, Metcalfe, and Piekkari 
(2012) were: gendered processes in harassment, bullying and physical violence; gendered processes in 
interpersonal interactions, and individuals’ internal mental work; and gendered symbols, images and forms 
of consciousness, e.g. in dress, advertising or decoration. Nonetheless, Hearn and Parkin (2003) 
contended that such gendered processes are not ‘monolithic’, and that their reproduction can be resisted 
and challenged. 
Acker provides the most systematic framework for analysing gendering processes in organisations. In her 
multiple works, she has attempted to provide a framework for understanding the perpetuation of gender 
inequalities in organisations and to expose the supposedly gender neutrality of organisational theory and 
organisations. Acker’s framework includes not only the analysis of structural factors, but also of 
organisational culture, socio-psychological and psychological factors (Dye, 2006). The value of her work 
lies in recognising how gender differences are constructed through processes rather than static 
phenomena (Dye & Mills, 2006), and how organisations play a role in gender/sex structuring through 
practices such as recruitment and selection. These processes are not gender neutral, since they cannot 
be correctly understood without an analysis of gender. Gendering processes are the components or 
‘catalysts’ through which gendered organisations are created and reproduced. Acker’s framework also 
provides the opportunity to study potentially discriminatory practices (Dye, 2006).  
Inspired by Joan Scott (1986), Acker (1990) distinguished five processes through which gendering occurs 
in organisations, as depicted in Figure 3.1: 
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Figure 3.1 Acker's (1990) gendered/ing processes 
Source: developed by the author based on the framework proposed by Acker (1990) and its interpretations by Kantola (2008) and 
Kelly Dye (2006). 
 
In addition to these sets of processes, Acker (1990) also stressed the importance of analysing sexuality in 
organisations, which had been a neglected topic in previous theories of gender and organisations. The 
topic of sexuality in organisations, including Acker’s take on it, is more developed in the next section 
(3.4.4). 
Acker’s framework has evolved throughout the years. The last gendered process, organisational logic, 
which seemed to be the centre point for the other four (Dye & Mills, 2006), disappears in her later work. In 
1992, Acker described four sets of gendering processes as elements in a longer list of gendering 
processes, not as a framework to be examined in its entirety, although she points out that in any 
organisation these processes occur in ‘complex interrelations’ (Acker, 1992, p. 259). Additionally, in recent 
studies (Acker, 2006b; Acker, 2009, 2012), the need for intersectional analyses has been recognised and 
the notion of ‘inequality regimes’ is used.  
• The production of gender divisions through ordinary practices:
• e.g. divisions of labour into men and women’s jobs and the values attached to them; gender 
patternings of wages and hierarchies; divisions of allowed behaviours, of power, hierarchies, and the 
means to maintain such divisions in the structures of the labour market, the family, the state; 
organisational practices initiated by managers’ decisions that maintain such gender divisions.
Construction of 
divisions along lines 
of gender
• The creation of symbols and images that create and maintain gender divisions:
• e.g. the image of the top business as successful, powerful and male; the existence of male heroes or 
'gentlemen’s clubs'; and the creation of other symbols and images in language, ideology, dress, 
popular and high culture.
Construction of 
symbols and images
• Interactions between individuals (men and women, women and women, men and men) within the 
organisation that enact dominance and subordination:
• e.g. gendered patterns in conversation that enact such patterns of dominance and subordination, 
such as in interruptions or setting the topic of discussion; men’s insider networks for transmitting 
information; gendered evaluations of success.
Gendered 
interactions between 
individuals in the 
organisation
• The mental work of individuals as they consciously construct their own gender identities within the 
organisation:
• e.g. consciousness of the existence of the other three gendered processes; interpretations of one’s 
positions and chances in the organisation.
Internal gender 
constructions
• The organisational logic is reproduced in daily organisational activities (written work rules, labour 
contracts or systems of job evaluation) and the writings of organisational theorists 
Gendered 
organisational logic
Chapter 3: Gender, Work and Organisations 61 
The ‘gender understructure’ or ‘gendered substructure’ appears first in Acker (1992). The gendered 
substructure underlies the gendered processes and connects gender arrangements in the organisation 
with gender relations in other parts of the society (Acker, 1992). In 1998, Acker added that the gendered 
substructure of organisations helps to reproduce gender inequalities and divisions ‘even against the best 
intentions of some women and men working in organizations’ (Acker, 1998, p. 197). In this study, she 
attempted to respond to criticisms to the essentialism and ahistoricism of the gender understructure. 
Consequently, she explained how gender and the gender understructure are produced: 
The underpinnings of gender are produced between as well as within organizations, and (…) the gender 
understructure is anchored in the privileging of organizations and in their successful claims for non-
responsibility for human reproduction and survival. (Acker, 1998, p. 198)  
The gendered substructure can be seen in the way the work is structured, since it reinforces the divide 
between paid work in the organisation and unpaid reproductive work at home. Women and reproductive 
work are devalued and relegated to a subordinated position (Acker, 1998) (this topic is further developed 
in Section 3.4.6). 
Acker (1998) implied that contemporary changes in organisational structures could alter the gendered 
substructure. Less hierarchy, teams, flexibility, part-time and temporary work could offer possible patterns 
of combining work and family, and as a result provide women with opportunities to function as equals with 
men. Since the job itself is the basis of gender divisions of labour, Acker also wondered whether the 
gendered substructure of organisations would begin to erode if the very existence of ‘the job’ was 
eliminated, since this would attenuate the separation of reproduction and production.  
But just as the end of ‘job’ can mean more flexible work and chances of better adjusting work and family, it 
can also mean intensified work, lengthened hours and heightened pressure and conflicts with family life – 
which has gendered consequences and reinforces gender divisions. Flexible companies may overcome 
certain obstacles to equality but introduce new gendered divisions and new forms of gendered oppression 
(Acker, 1998; Benschop & Dooreward, 1998; Williams et al., 2012). Besides, despite the growing 
importance of teamwork, careers are still individual, as well as raises, promotions and opportunities 
(Williams et al., 2012). 
In 2012, Acker re-examined gender processes in organisations and re-defined the concept of ‘gendered 
substructure’ (Acker, 2012). She described the gendered substructure as invisible processes in 
organisations and their daily activities which embed and reproduce gendered assumptions about women 
and men, femininity and masculinity, and which, as a result, perpetuate gender inequalities, such as the 
wage gap and the sex segregation of jobs.  
She developed a theoretical framework of how the gendered substructure is related with ideas of a 
gendered subtext, a gendered logic of organisation, and of the abstract worker, of how these concepts are 
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related to one another and to the idea of a gendered substructure. She identified four components of the 
gendered substructure, which interact with one another: organising processes that introduce inequalities in 
jobs; organisation culture; interactions on the jobs at different levels; and gendered identities formed and 
shaped at the workplace, and those prior to it (Figure 3.2).  
 
 
Figure 3.2 Components of the gendered substructure 
Source: developed by the author based on Acker (2012) 
 
These components of the gendered substructure bear resemblance to the sets of gendering processes 
mentioned in Acker’s previous articles. The component ‘organising processes’ in Acker (2012) is similar 
and only slightly broader than the first set of gendering process (gendered divisions of labour) identified in 
Acker (1990). Similarly, the second set of gendering processes (the construction of gendered symbols and 
images) in Acker (1990), is embedded in the component ‘organisation culture’ in Acker (2012). 
Acker (2012) also mentioned that, at a less visible level, these gendering processes are supported by 
gendered subtexts of organising and a gendered logic of organisation. The gendered subtext refers to 
texts that shape the gendered processes and structures, e.g. job evaluation systems, policies or other 
• wage determination (e.g. attributing more value to jobs with material/physical tasks than jobs with 
care-related tasks);
• distribution of decision-making and supervisory power;
• physical design of the workplace;
• explicit and implicit rules for behaviour at work.
Organising 
processes
• time and place specific images, attitudes, beliefs, values and behaviours, including beliefs about 
gender differences and equality/ inequality;
• definitions of acceptable and unacceptable gendered behaviours;
• images of multiple masculinities and femininities;
• culture of denial and invisibility of inequities, or of de-legitimisation of inequities.
Organisation 
culture
• interactions between colleagues and between workers at different levels of power (person-to-
person or in group settings; formal or informal);
• criticisms, opposition, consensual or exploitative joking, harassing;
• may reinforce equality or inequality.
Interactions 
on the job
• individual gendered identities: constructed in the workplace and also brought with the individual 
into the organisation;
• formed and changed as men and women participate in work processes.
Gendered 
identities
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texts that may shape the functioning of organisations. Organisational logic is related with the 
understandings of how organisations and work are constituted, and it links the persistence of gender 
divisions to the fundamental organisation of capitalist societies. Bureaucracies have an organisational 
logic of hierarchy and control, while team-based organisations have an organisational logic of democratic 
collaboration (Acker, 2012).  
However, Acker (2012) contended that this picture of gender in organisations is incomplete, because it 
ignores the intersections with racial and class processes that contribute to the reproduction of inequalities. 
In fact, theorising gender has become more complex after the introduction of the notion of 
‘intersectionality’ and the idea that gendered processes do not operate alone, but are intersected with 
other processes, namely race and class processes (Acker, 2006b; Acker, 2009, 2012): 
Race and class are anchored in subtexts that are somewhat different from the gender subtext (…). In the 
US underlying white assumptions about race have origins in slavery, genocide of original populations, and 
wars of expansion, particularly the war against Spanish/Mexicans. (…) Although this history is almost 
invisible in the society, the assumption of white superiority is still strong. The underlying subtext supporting 
the legitimacy and inevitability of class inequality lies in the American beliefs in individual independence, 
hard work, and the opportunity for success. Neoliberal economic theory reinforces these ideas (…). Class 
inequality in work organizations is relatively invisible, hidden in ‘management’ and ‘bureaucracy’ 
discourses. It is also widely accepted, as just the way things are. Class processes and hierarchies are 
always gendered and racialized (Acker, 2012, p. 219). 
 Acker (2006b) suggested the idea of ‘inequality regimes’ to approach the mutual reproduction of gender, 
class and race inequality in organisations and respond to the need of intersectional approaches in the 
study of organisations. Inequality regimes are ‘interlocked practices and processes that result in continuing 
inequalities in all work organizations’ (Acker, 2006b, p. 441). 
Acker (2009) discussed the components of inequality regimes: the bases of inequality, the shape and 
degree of inequality, organising processes that produce inequality and organisational impediments to 
change. The components of inequality regimes are explained in Table 3.1. 
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Table 3.1 The components of Acker's (2009) inequality regimes 
Source: developed by the author based on Acker (2009) 
The main bases of inequality are class, gender and race, but Acker also mentions other differences that can 
sometimes be bases for inequality in organisations, namely religion, the assumption of heterosexuality or age.  
Inequality can also have different shapes and degrees:  
 Steepness: the steepest hierarchies are usually found in traditional bureaucracies while flat 
organisations are more likely to work with team structures. While flat team structures could in theory 
provide more opportunities for gender equality than hierarchical bureaucracies, power at the high 
management level still remains in the hands of white men; 
 Segregation can occur across different class levels within organisations, across jobs and within jobs. 
For example, although segregation in the occupation ‘managers’ seems to have decreased, there is 
internal segregation in this category. For example, men are more likely to fill ‘line’ management 
positions, which are related with the central functions of the company, while women are more likely 
to fill ‘staff’ positions, e.g. as human resources managers;  
 Size of wage differences: the wage gap between those at the top and all the others has increased in 
the last decades, while other wage gaps have decreased. The wage gap between male and female 
managers is also still very significant;  
 Severity of power differences: power differences are related to class and to hierarchy, and are 
shaped by gender and race patterns, since it is white men who often have more power and authority 
within the organisations. 
Organising processes that produce inequalities: 
 Organising jobs and class hierarchies: e.g. although administrative assistant is a female-typed job, 
some of the tasks carried out by these workers, usually women, are in fact managers’ tasks. Still, 
these jobs will never be a stepping-stone to managerial positions. However, managers are often 
credited with tasks performed by their assistants; 
 Wage setting and supervisory practices: e.g. it might result in greater inequalities when salaries are 
set through individual negotiation than when formalised criteria are used. This type of inequality 
occurs frequently when setting managers’ wages; 
 Recruitment, hiring and promotion: the gender and race of the applicant can influence the judgement 
of employers about who the ideal candidate for a certain job is. ‘Competence’ is usually neither 
gender nor race neutral; 
 Informal interactions at work: managers may expect a certain respect for their authority that varies 
according to the gender or race of the subordinate. Homosocial processes also influence the 
inclusion and exclusion of individuals from social networks, e.g. women and people of colour might 
feel excluded in meetings or that their opinions are not given credit, or they might not be invited for 
informal group activities outside the workplace. 
There may also be organisational impediments to change:  
 Legitimacy of inequalities: e.g. power and class inequalities between managers and non-managers; 
 Invisibility of systematic inequalities, particularly to people in dominant groups, who usually see 
inequality as existing ‘somewhere else’. The invisibility of some forms of inequality makes it 
particularly hard to confront them.  
 Mechanisms of control and compliance: e.g. coercion, physical or verbal violence, control through 
technologies or through the recruitment of vulnerable workers who will accept low wages because of 
lack of alternative job opportunities. Rewards are a form of control, as well as the belief that there is 
no point in changing the gender, race or class orders. 
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Inequality regimes can change with changes in organisational goals, culture, government equality laws or 
the pool of potential employees, but change is difficult and it often fails, in part because privilege is hard to 
give up. Acker (2012) concluded that inequality regimes persist even in spite of organisational changes. 
White men are still the dominant category, and the gender wage gap, despite having decreased, is still 
significant. Gendering and racialisation are now more invisible than ever. The images of the 
unencumbered worker, who has no care-related responsibilities and is totally dedicated to work, have 
become stronger, and employees are increasingly expected to work around the clock. In contrast, low 
wage jobs are increasingly structured as part-time jobs, in part to avoid further responsibilities from the 
employer and the payment of any benefits (Acker, 2012). 
Dye and Mills (2006) praise but also point several criticisms to Acker’s framework, which they describe as 
‘an unfinished tapestry’. Firstly, Acker mentioned the interaction of all the gendering processes, but never 
described the nature of this interaction. In fact, some authors claim that these processes are more 
interdependent than it is usually recognised (Benschop & Doorewaard, 1998; Dye, 2006). For example, 
job segregation and inter- or intra-gender interactions may influence gender identities at work and internal 
constructions of gender identity. Secondly, Acker underlined the importance of sexuality, but it does not fit 
within her framework from the way she described gendered processes in 1990. In 1992, she mentioned 
that sexuality is implicated in each of the processes, but it is still not clear how it fits her framework. 
Finally, Acker does not clarify either how to integrate processes that are external with those that are 
internal to the organisation. Dye and Mills (2006) contended that Acker’s framework provides a potentially 
important but incomplete picture of gendered organisations. Kantola (2008) also criticised Acker’s 
framework as somewhat essentialist and immutable. 
Although Acker’s framework has often been cited in the literature, it has not been applied in many cases, 
or has only been partially used (Dye, 2006). A revision of studies that applied Acker’s framework can be 
found in Dye (2006). Besides, most studies have only focused on the first or second set of gendering 
processes, with some exceptions, such as Olsson and Walker (2003), Britton (1997), Benschop and 
Doorewaard (1998), Benschop and Dooreward (1998) and Kantola (2008). Given the importance of 
Acker’s work, a special issue of the journal Equality, Diversity and Inclusion: An International Journal was 
published in order to celebrate her contribution to theorising on gender and organisations (Sayce, 2012). 
This special issue contains several articles that utilise Acker’s conceptualisations. For example, Berry and 
Bell (2012) used Acker’s inequality regimes to explain gender, class and race stereotyping and 
discrimination in the US and how, as a result of this, many women and racial minorities end up performing 
lower status, lower paid jobs.  
Some authors have attempted to expand on some of Acker’s conceptualisations:  
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Table 3.2 Examples of authors who expanded Acker’s conceptualisations: 
For Benschop and Doorewaard (1998), the ‘gender subtext’ in organisations corresponds to the ‘opaque, power-
based processes that systematically (re)produce the gender distinction via a set of arrangements’ (p. 789). 
Benschop and Doorewaard (2012) brought additional insights to the understanding of the gender subtext, namely 
related with the interference of multiple inequalities, which they call genderplus subtext 
Dye and Mills (2012) claimed that through a greater focus on discourse and an analysis of how it changes over 
time, e.g. from domesticity to competition and women’s liberation, it is possible to understand how the organisational 
logic of the day informs the production and reproduction of the gendered substructure. Focusing on the 
organisational logic may contribute to unveil how gendering processes are developed, maintained and changed 
over time, as well as the dynamic nature of such processes 
Williams et al. (2012) extended Acker’s theory of gendered organisations to analyse new forms of employment and 
organisational processes in the 21st century workplace, and concluded that a gendered organisational logic persists, 
at a time when job insecurity and precariousness are rising 
Davey (2008) established a parallel between political processes in organisations and Acker’s gendering processes 
in organisations. The women who participated in this study dismissed the influence of formal barriers in their 
careers, and denied having been discriminated against, but they considered that political game playing was an 
unexpected barrier, since it does not fit the rational and democratic model of organisations 
Husu (2001) and Kantola (2008) combined the analysis of gendering processes with theories of hidden 
discrimination to study gender- based discrimination in academia. In Section 3.4.5, it will be analysed how Acker’s 
conceptualisation of gendering processes can be a useful tool to unveil hidden sex discrimination in organisations. 
Source: developed by the author 
The next section highlights the importance of analysing sexuality in organisations. Although sexuality was 
not included in Acker’s framework, she underlined the importance of analysing it.  
3.4.4 Sexuality, organisations and the gender order 
Several authors have advocated that sexuality should be given greater focus in research on gender, work 
and organisations (Acker, 1990; Hearn, 2011; Hearn & Parkin, 1983; Hearn & Parkin, 2003). According to 
McDowell and Court (1994, as cited in Dye, 2006), sexuality is ubiquous in organisational processes. 
Studies on sexuality have been mostly influenced by second-wave feminism and other feminisms 
thereafter. Poststructuralism, postcolonialism and intersectional theory have also contributed to the 
analysis of sexuality in organisations (Hearn, 2011).  
In organisational logic and organisational theory, the disembodied worker usually occupies a gender-
neutral job, and has no sexuality, no emotions and does not procreate. Acker (1990) noted how sexuality 
has been obscured, together with gender, in gender-neutral and asexual discourses that reproduce the 
underlying gender relations. Sexuality, emotions and procreation are seen as disruptive of the functioning 
of the organisation – but only in relation to women’s bodies: female sexuality, childbearing, breast feeding, 
childcare and ‘emotionality’ – unless the job itself includes sexualisation of the woman worker and 
objectification of the woman’s body as part of the job. In contrast, male sexuality and male sexual imagery 
permeate organisational metaphors and language. Casual talk about sex exploits is an example of 
symbolic expressions of male dominance that create informal bonds between men but exclude women 
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(Acker, 1990), thus reinforcing ‘hegemonic masculinity’ (see 3.5.2 to read more about hegemonic 
masculinity).  
Sexuality may also contribute to reinforce male power in a number of ways. Wahl (1998) considered that 
while male leadership confirms male gender identity, women cannot get any confirmation for their gender 
identity from being leaders, since they need gender-neutrality. This means that women often deny the 
importance of gender in order to melt into the organisation and increase their credibility as competent and 
business-like. Therefore, it is not the norm for female leaders to combine power with sexual identity in 
organisations (Wahl, 1998, p. 49). 
According to Hearn (2011) and Hearn and Parkin (2003), gender and sexuality are inseparable in 
organisations, because gender occurs along with sexuality, and sexuality is fundamental in the 
reproduction of patriarchy. Heterosexual norms, ideology, ethics and practices are ingrained in most 
organisations (Hearn & Parkin, 2003). If heterosexuality institutionalises male dominance and female 
submission, then sexuality is the ‘linchpin of gender inequality’ (MacKinnon 1989, cited in Hearn, 2011: 
301). Hence, sexuality may complicate working relations and efforts to achieve gender equality, since it is 
a confirmation of gender difference, not just if it is exploitative and harassing, but even if it is consensual or 
just joking (Acker, 2012). 
Sexuality, violence and power are intertwined in organisations. Hearn and Parkin (2003) discussed the 
interconnections between gender, sexuality and violation in organisations in what they call the ‘gender-
sexuality-violation complex’. Gendered processes permeate sexuality and violence within organisations, 
including sexual harassment and the dominance of some forms of sexualities over others. Gendered 
violence is regarded as interrelated with sexual processes and structural power differences. For 
MacKinnon (as cited in Hearn, 2011), sexual harassment is about the imposition of unwanted sexual 
requirements in the context of a relationship of unequal power. In fact, sexual harassment may not always 
be related with the explicit sexual desire of the harasser, e.g. when a group of heterosexual men tease a 
gay man (Hearn, 2011). This points to the connection between sexual harassment and power relations, 
and the interlocking of sexuality with patriarchy and the confirmation of male dominance in the gender 
order. This topic will be discussed in relation to tourism work in Chapter 4 (Section 4.6.7). 
3.4.5 Overt and hidden sex discrimination 
According to Benokraitis and Feagin (1995), blatant sexism has become rare. However, this does not 
mean that people do not subscribe to sexist beliefs any longer, but rather that they express such beliefs in 
more subtle ways. In its usual definition, discrimination is seen as a ‘singular’ or ‘exceptional’ situation. It 
presupposes that it is visible and clear, and that there is someone, a specific individual, who discriminates 
against (Kantola, 2008; Wahl, 1992). Direct or overt sex discrimination corresponds to visible unequal and 
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harmful treatment of women that can be easily observed, which may be intentional or unintentional 
(Benokraitis & Feagin, 1995; Husu, 2001; Wahl, 1992). It can be related with the gender pay gap, sex-
segregated job advertising, verbal abuse, sexist language, violence against women or violation 
(Benokraitis & Feagin, 1995). Sexual harassment is also usually considered overt discrimination, although 
it is seldom easy to document (Benokraitis & Feagin, 1995). 
However, some authors contend that this definition of discrimination is too narrow, since it ignores 
behaviour that may not be intentionally discriminatory or not perceived as such by the individuals doing the 
discriminating, while it may be perceived as offensive by the person being discriminated against. Besides, 
discrimination is not always visible or easy to pinpoint. Hence, it is important to broaden the concept of 
discrimination beyond ‘direct’ or ‘overt’ types of discrimination (Benokraitis & Feagin, 1995; Husu, 2001; 
Kantola, 2008; Wahl, 1992). 
As a consequence, several studies highlighted the importance of analysing ‘indirect’ discrimination (Wahl, 
1992), ‘hidden’ discrimination (Husu, 2001; Kantola, 2008), or ‘subtle’ and ‘covert’ discrimination 
(Benokraitis & Feagin, 1995). According to Wahl (1992), the whole organisational structure is left 
unproblematised if ‘direct discrimination’ alone is analysed. For her, indirect discrimination is related to 
conditions in organisations and is more structural than personal, and it explains why women remain in 
subordinate positions in the organisational structure. Indirect discrimination can be associated with a 
demand for long working hours, impossibility of taking career breaks or the existence work patterns that 
are adequate for most men but are discriminating for women (Wahl, 1992). Benokratis and Feagin (1995) 
distinguished between subtle and covert discrimination, which are hard to document, in opposition to overt 
discrimination. Covert sex discrimination concerns unequal and harmful treatment of women that is 
hidden, maliciously and consciously motivated, in order to ensure women’s failure. In contrast, subtle sex 
discrimination is not conscious and may be unintentional. Although it is harmful, it is not usually perceived 
as ‘real’ discrimination’ because certain behaviours are ‘traditionally’ acceptable (Benokraitis & Feagin, 
1995). Husu (2001) combined subtle and covert discrimination into hidden discrimination.  
Several studies have concluded that while direct or overt discrimination has become less frequent, namely 
due to legislation prohibiting it, indirect or hidden discrimination is still pervasive (Bruschini & Puppin, 
2004; Kantola, 2008; Wahl, 1992). However, hidden discrimination can be more difficult to tackle than 
overt discrimination since it is not usually visible or even recognised as discrimination but rather seen as 
harmless and normal behaviour. As a result, organisations act more slowly on it (Kantola, 2008).  
Discrimination is often invisible to women themselves. Some studies have concluded that women , in 
particular women managers, refrain from portraying themselves as ‘victims’, and tend to deny 
discrimination and the importance of gender (Kantola, 2008; Oliveira et al., 2010; Patterson et al., 2012a, 
2012b; Wahl, 1992). However, these studies unveiled how women’s discourses are marked by 
contradicitions, since they reveal situations that show how gender discrimination is still pervasive, despite 
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their initial denial of gender. Kantola (2008) presented some possible explanations for the phenomenon: 
refusal to believe that the very existence of gender was even possible; difficulty to regard oneself as a 
victim of discrimination; assumption that women who pay attention to gender equality and talk about 
gender discrimination are ‘difficult’, ‘troublesome’, ‘inappropriate’ or ‘pitiable’; and perception that worrying 
too much about gender inequality could harm their positions. Hence, it can be emotionally and socially 
demanding for women to regard themselves as victims of discrimination, which is a further reason why 
discrimination remains hidden. Olseen and Pringle (2004, as cited in Mavin, 2006a) also noted how 
extremely successful women had internalised the dominant discourse and supported it, and how they did 
not acknowledge the existence of a gendered barriers. Their focus was rather on opportunities. 
Finally, it is important to highlight how the gendering processes discussed in Section 3.4.3 can be a tool to 
identify hidden discrimination and overcome gender blindness in the study of organisations. For example, 
Kantola (2008) examined how women ‘disappear’ in a political science department by analysing gendering 
processes in this department in relation to its PhD candidates. Although Kantola (2008) did not observe 
any form of overt discrimination, she observed how hidden discrimination, the gendered organisation and 
gendering processes work together: i) teaching jobs were distributed in all-male inner circles from which 
female PhD students were excluded (gendered divisions of labour); ii) women felt the need to dress up in 
the right way, so as to conform to the norm of the political scientist, because they do not symbolise being 
experts (gendered symbols); iii) women were outside of male networks, where tacit knowledge is 
transmitted, and were often forgotten or not invited to certain events (gendered interaction); and iv) women 
regarded their position as marginal and they thought they did not have any chances for a career in the 
department, whereas men interpreted themselves as individual achievers and legitimated political 
scientists (gendered interpretations of one’s position in the organisation). This way, Kantola (2008) 
exemplified how Acker’s theory of the gendered organisation combined with theories of hidden 
discrimination can be a useful tool to analyse how hidden discrimination and the gendered organisation 
work together.  
3.4.6 The gendered division of paid work in the organisation and unpaid work at 
home 
Research on gender and organisations has crossed the boundaries between families and work 
organisations, by challenging the idea that these are separate spheres, and showing how women’s 
subordination is a result of the conceptualisation of boundaries between these two spheres – for example, 
in the definition of paid work in organisations as ‘work’ and unpaid family work as ‘non-work’ (Acker, 1998). 
For Collinson and Hearn (2005), this is one of the ways of making women’s work remain less visible and 
undervalued: 
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Organizations may appear to be neutral (…) but they are (…) usually premised on other, often unpaid, 
unrecognized, invisible labour elsewhere – in the home, on families, in other parts of the world, in ‘non-
organizations’, by unknown others (Collinson & Hearn, 2005, p. 291).  
The separation of production and reproduction perpetuates images of masculinity and femininity which 
affect workplace activities, and perpetuates gender divisions and inequalities in the organisation (Acker, 
2012). 
In the organisational logic, jobs and hierarchies are abstract categories filled by disembodied workers who 
only exist at work and have no other imperatives outside of it. The real worker that is closest to this 
abstract and disembodied worker is the male worker, whose life is centred on a full-time job and whose 
wife takes care of his personal needs and children. Therefore, the concept of job is implicitly gendered and 
reinforces the separation between the public and the private sphere. Hierarchies are also gendered 
because they are built on these assumptions. The workers who are more committed to the paid 
employment and have less obligations outside of it are seen as ‘naturally’ more apt for positions of 
responsibility and authority, while those who cannot give their undivided commitment to the organisation 
are assigned positions in the lower ranks (Acker, 1990).  
The family ideology (i.e. the idea of men as ‘breadwinners’ and women as mothers or care-takers) is 
crystallised in corporate culture, and it contributes to the creation of different expectations towards men 
and women in the professional field, which lead to a greater valuation of the male worker, given that he is 
allegedly more available to work (Torres et al., 2005). This belief is reinforced by the ‘long hours culture’ 
(Rutherford, 2001), which works as a career barrier for women, but can work as a career path for men 
(Gustafson, 2006), since long hours and visibility are often regarded as a measure of commitment 
(Hojgaard, 1997; Lewis, 1997) and a condition to achieve promotion (Hanappi-Egger, 2006; Mills, 1997). 
Moreover, new communication tools have heightened expectations of workers’ constant availability. 
According to Kanter (1977), long working hours are not a performance requirement but rather a loyalty 
requirement. The distancing from family responsibilities is also regarded as a proof of commitment to the 
company, despite the stresses within the family that such pressures originate (Collinson & Hearn, 1994, 
2005). In Wahl (2001), managers stated that they would like to see more respect in the company for their 
private and family time, but that there was a culture in their company of ‘we don’t work full-time, we work 
all the time’ (p. 134). 
Moreover, several studies suggest that travelling or the perceived availability for travelling can be highly 
important factors for career advancement, since many top-level and leadership positions nowadays 
require frequent travelling (Davies, Markham cited in Gustafson, 2006). Whereas business travelling 
increases among those men who have children, the opposite trend is observed among women. Women’s 
propensity to engage in work-related travel is far lower once they become mothers (Gustafson, 2006). The 
female executives interviewed by Bruschini and Puppin (2004) believed that there was no direct 
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discrimination; however, their perception was that women who were geographically mobile could be 
promoted more easily.  
Even though men and women have equal rights, women are still shaped as wives and mothers (Cave & 
Kilic, 2010), and it is usually expected from them that they accommodate non-work commitments (Wilton & 
Purcell, 2010). Ciancanelli (1998) argued that men have more choice regarding their ‘lifestyle preferences’ 
than women do (as cited in Burgess, 2000). Some studies report that husbands’ careers are prioritised 
and that men are the main income earners, whereas women bear most of the responsibilities for the 
household and the family, even when they are also highly qualified (Wahl, 1992; Wilton & Purcell, 2010). 
Wahl (1992) called this ‘relative subordination’. However, some female managers interviewed by Jeff 
Hearn, Jyrkinen, Piekkari, and Oinonen (2008) were in ‘companionate marriages’ with supportive partners 
or husbands. 
According to Hoobler, Wayne, and Lemmon (2009), women are less likely to be perceived as good ‘fits’ 
and high performers, particularly when managers sense family-work conflict. Although female employees 
in this study reported slightly less family-work conflict than male employees do, male and female 
managers continued to perceive women as experiencing greater conflict. However, while women are seen 
as less available by their employers, ‘total availability’ for work is expected from men and their right to 
have a family life is often denied (Barbosa, 2009 cited in Santos, 2010; Silva & Rossetto, 2010). 
Hoobler, Hu, and Wilson (2010) claimed that the expectations of the ‘ideal worker’ and the ‘ideal parent/ 
caregiver’ are incompatible because time and energy are limited. Employees who experience conflict of 
family on work are harder on their own self-evaluation than their managers are. This means that they do 
not feel that they correspond to the image of the ideal worker as someone who is unencumbered by family 
responsibilities. However, these workers are rewarded in terms of salaries and promotions for putting their 
work before family commitments, but they also tend to have lower career satisfaction and lower 
performance. This means that although they prioritise their job, this does not mean that they are working 
more effectively. 
Welfare policies, e.g. parental leave, give women, and also men, the time to respond to the demands of 
parenthood without the severe penalties that they would otherwise endure. However, these do not erase 
the fundamental incompatibility between paid work organisations and the other areas of life. Time demand 
incompatibilities inevitably disrupt organisational activities, or family life, or other areas of life. Measures to 
accommodate family needs unavoidably disturb the flow of work in organisations and cause difficulties for 
managers and co-workers, but the rhythm of work activities cannot change because it is essential for the 
organisation not to disrupt the ‘webs of inter-organisational practices’ (Acker, 1998, p. 199). Hence, Acker 
(1998) concluded that there is ‘a profound lack of fit which extends across organisational borders’ (p. 199). 
Therefore, gender is not only produced within organisations, but is also a result of inter-organisational 
relations (see example in Acker, 1998, p. 198). 
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Even in countries where state regulations protect workers’ rights, employers will sort employees on the 
basis of expectations about who will use such rights (Widerberg, 1991, as cited in Acker, 1998). The 
careers of women managers who have children may be stalled if they choose to use family-friendly 
policies, because these women are then perceived as rather peripheral and less committed workers 
(Acker, 2009; Benschop & Doorewaard, 1998). Consequently, gender segregation is reinforced. 
For individuals, work must come first and families are shaped to the demand of organisations (Acker, 
1998). The non-responsibility of organisations for human survival and reproduction contributes to the 
devaluation of caring activities and maintain the image of the ‘ideal’ abstract (male) workers with no 
obligations outside the workplace, with Acker (1998) concluding that ‘we are hooked into organisations, 
but not on our own terms’ (p. 199). According to Acker (1998), there is an ‘ineluctable antagonism 
between the organizing practices of our societies and the carrying out of life-producing activities in the 
everyday spaces outside of organizations’ (p. 198). 
Drew (2002) explored how patriarchal relations in the household and paid employment interact. The 
author argued that if women continue to take full responsibility for the reconciliation of paid work and 
household labour there can be no gender equality, either within the home or the workplace. Scott et al. 
(2010a) contended that the gender pay gap will persist while caring remains gendered. Kunzler (2002) 
pointed out the importance of male participation in domestic life in order to modernise gender relations. 
For Sackmann (2002), the path of equality consists in the integration of women in the labour market and of 
men in the area of unpaid caring responsibilities. Brettell and Sargent (2000) concluded than women have 
the highest status in societies in which there is a weak differentiation between the public and the private 
sphere, and Pease and Pringle (2001) observed that the most egalitarian societies are those where men 
have an active role in the private sphere. 
In theory, men could accept parenting or other caring obligations. However, the fact that it is women who 
try to balance work and family life, e.g. through part-time or other forms of ‘atypical’ work, creates a vicious 
circle in which working arrangements such as part-time or job sharing are perceived as a female option. In 
fact, Benschop and Doorewaard (1998) concluded that women with young children are often shunted to a 
mummy track, i.e. a side career track in which there is an underlying assumption that part-time work is 
only possible in low-qualified jobs. Since the choice of such work arrangements is interpreted as signalling 
a lack of commitment to the job or limited career aspirations, such work arrangements become an 
unattractive option for men who would otherwise wish a greater involvement in family life (Folbre as cited 
in Drew, 2002).  
Esping-Andersen (2005) pointed out a massive asymmetry in the speed of gender role change. There has 
been a masculinisation of female biographies, with women’s increasing educational attainment, postponed 
marriage and family formation, as well as lifelong attachment to work, while no parallel feminisation of 
male biographies can be observed. The masculinisation of female biographies has caused profound 
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changes in the household structure, more fragile families and declining birth rates. Personal and social 
service activities have been externalised in order to substitute the housewife, which meant a change in the 
employment structure. This asymmetry in gender role change could to some extent explain why some 
aspects of gender equality have changed so much, while others remain practically untouched. Hence:  
Possibly, women are reaching the limits of life-course masculinization and, possibly, a new positive 
equilibrium will require that men embark upon a parallel feminization of their life course (Esping-Andersen, 
2005, p. 271) 
This author argues that if men had a more ‘female’ life cycle by also having interruptions in their careers, 
this would neutralise employers’ gender-asymmetric expectations and weaken gender-specific 
discrimination in the labour market (Esping-Andersen, 2005).  
For Acker (1998), an equal split of caring and domestic tasks could promote gender equality. However, 
she recognises that this is not an easy change and is less optimistic than Esping-Andersen, because the 
implication of this is that neither women nor men could be expected to meet organisational demands. 
Another possibility is that men who choose to take care responsibilities for an extended period of time are 
regarded as ‘feminised relative losers’ (p. 199) and as having renounced to certain types of career. In fact, 
men are typically discouraged from voicing their concerns and the stress resulting from the clash of the 
family and the professional sphere (Kelly & Kelly, 1994). Mónica Lopes (as cited in Santos, 2010) 
concluded that there are more men than women who face difficulties to take the parental leave. Men also 
face more barriers than women do concerning absence from work in order to take care of their children. 
Men are thus subject to discrimination, prejudices, as well as facetious and derogatory remarks about 
‘being a man’ (Santos, 2010). This is a sign of how a certain image of masculinity still prevails in 
organisations, and how the organisational culture resists change processes. 
3.5 Gendered Management and Leadership 
In this section, gendered management and leadership are the focus of analysis. Firstly, it is analysed how 
sex comparison studies that attempt to pinpoint differences between male and female leaders do not 
challenge gendered conceptions of management and leaders. A focus on gender power relations is 
proposed as an alternative analytical lens. 
Secondly, in order to analyse gender power relations in management, it is important to investigate how 
‘leadership’ and ‘management’ are not gender-neutral concepts, but rather concepts that reflect the ‘male 
norm’ and hegemonic masculinity. Therefore, it is also to analyse men and masculinities, since masculine 
images and values are deeply embedded in the managerial discourse and organisational practices in such 
a way that they often appear to be ‘normal’ or even official ways of doing things in organisations (Collinson 
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& Hearn, 1994; Hearn, 2010). This poses obstacles to women managers, who have to struggle in order to 
be regarded as legitimate leaders. 
In fact, women who want to be perceived as credible leaders face conflicting expectations concerning their 
gender role and their managerial role. Mavin and Grandy’s (2011, 2012) conceptualisation of doing gender 
‘well’ and ‘differently’ is proposed as a useful too to understand such contradictions of gender role 
expectations.  
3.5.1 Women leaders: from the sameness/difference discourse to a focus on 
gender structures and gender power relations 
A significant part of the studies that approach women in management positions focus on comparing male 
and female leaders, and identifying differences and similarities between them (Brownell, 1994a; Fletcher, 
2003; Powell, 1993; Rosener, 1990). However, leadership studies that focus on sex comparisons have left 
unchallenged gendered historical and cultural conceptions of managers and leaders (Mirchandani, 1999; 
Wahl, 1998). Hence, such studies are criticised in the present section, and an alternative analytical lens is 
proposed. 
Some of the studies that aim to compare female and male managers have not found any significant 
differences between them in terms of leadership styles (Bartol, 1978; Powell, 1993), or have only found 
differences at the rhetorical level rather than in actual practices (Carvalho, 1998). However, other studies 
have assumed that male and female leaders are essentially different or that they are dissimilar due to 
differences in socialisation processes. Some of these studies concluded women are underperformers or 
inadequate and attempted to identify ways to enable women to address this disadvantage. Such studies 
assume that women have the power to overcome these structural barriers through training and education 
(Mirchandani, 1999; Patterson et al., 2012a) and, by changing their behaviour, to become ‘more like men’ 
(Hennig & Jardim, 1977).  
However, other studies that indicated that women have different leadership styles aimed to prove that 
women and men are equally competent, or to show that women can excel men in leadership (Desvaux & 
Devillard, 2008; Ibarra & Obodaru, 2009; Lipman-Blumen, 1992; Regine & Lewin, 2003; Rosener, 1990; 
Wahl, 1998). According to most of these studies, women bring a special contribution to the organisations 
due to their experiences, values, behaviours, feelings and unique ways of thinking (Desvaux & Devillard, 
2008; Ellemers, Rink, Derks, & Ryan, 2012; Santos, 2010). In fact, many of these studies reflect a growing 
interest in alternative forms of leadership that are more participatory, ‘transformational’, ‘post-heroic’, non-
hierarchical and flexible, which are often regarded as having a more feminine orientation (Due Billing & 
Alvesson, 2000; Fletcher, 2003). Some studies mention that the female leadership style is more open to 
dialogue and cooperation, as well as more based on empathy and intuition, while the male leadership is 
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more transactional, involving greater use of formal authority and of the power derived from one’s positions 
in the company (Cheung & Halpern, 2010; Fatima, Imran, & Awan, 2011; Green & Cassell, 1996; 
Rosener, 1990). For this reason, some scholars believe that it is going to be the leadership style privileged 
in the future, with the rising importance of teamwork and decentralised management practices (Fletcher, 
2003; Rosener, 1990; Santos, 2010).  
Although this idea of changing forms of management provides a vehicle for facilitating women’s access to 
management positions, and for the construction of leadership as feminine, it has the pitfall of 
‘essentialising’ gender as biologically determined (Due Billing & Alvesson, 2000; Fletcher, 2003). In fact, 
the gender labelling of leadership as ‘masculine’ or ‘feminine’ may have consequences, such as 
reproducing gender stereotypes and the traditional gender division of labour, creating a misleading 
impression of women’s orientation to leadership, constructing women managers as emotional labourers or 
‘mothers’ who ‘take care’ of their employees without expecting anything in return, and thus constraining 
the possibilities for women managers of what they should be like (Due Billing & Alvesson, 2000; Fletcher, 
2003). The construction of an alternative feminine notion of leadership does not challenge the male norm 
or the gender social order (Patterson et al., 2012a), perpetuates gender dualism (Due Billing & Alvesson, 
2000) and exploits femininity (Fletcher, 2003). The constant association of women’s skills with the private 
sphere ultimately undermines their leadership potential (Fletcher, 2003). Moreover, it is always through a 
male perspective that women are judged as ‘similar’ or as ‘different’: they are either like or unlike men 
(Wahl, 1998, 2001).  
For Ellemers et al. (2012), women are confronted with two expectations. On the one hand, they are 
expected to be different. On the other hand, they are expected to display the competitiveness and 
toughness necessary to reach the top, just like men. The authors related such beliefs with two metaphors, 
respectively: the ‘glass cliff’ and the ‘queen bee’. The metaphor of the ‘glass cliff’ is used to demonstrate 
how women are chosen for leadership positions in times of risks and crisis due to their supposed ‘different’ 
competences, thus being more susceptible to end up in precarious leadership positions and with an 
increased risk of personal failure (Ryan & Haslam, 2007). Women who capitalise on stereotypical female 
traits are more likely to ‘glass cliff’ effects. As to the ‘queen bee’ metaphor, it has been used to refer to 
solo women who have achieved success in male-dominated work environments, and therefore behave in 
ways to hinder rather than help other women’s career progression (Kanter, 1977). ‘Queen bees’ distance 
themselves from other women and downplay their femininity, while at the same time highlighting their 
masculine leadership styles. Ellemers et al. (2012) concluded that whereas ‘glass cliff’ effects undermine 
women’s ability to succeed individually, ‘queen bee’ effects harm women as a group. Hence, future career 
opportunities of women are negatively influenced by both phenomena.  
Benschop (2006) refuses essentialist arguments that women have different behaviours or attitudes. For 
this author both the ‘sameness’ and the ‘difference’ argument are complex and problematic. On the one 
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hand, the perspective that men and women leaders have the same characteristics reinforces the male 
norm and constructs women as deviant from this norm, while ignoring the gendering of organisational 
cultures and underestimating gender inequalities. On the other hand, the perspective that women and men 
are different as leaders also poses problems, since it regards distinctions between genders as related to 
differences in the essence or nature of men and women, while they are the result of prejudice and 
discrimination. 
For Wahl (1998), it is necessary to deconstruct women leaders as different, insufficient or complementary, 
as well as to deconstruct male leadership as ‘the norm’. She thus provides three images of women as 
leaders and analyses them critically: women as an ‘unexploited’ resource, due to lack of education, 
experience, or leadership qualities; women as a ‘different’ resource, who are expected to contribute to 
what is lacking in organisations and to complement men in the aspects that they are unable to achieve 
(e.g. focusing on communication, people and emotions, being more available to listen, intuitive and 
caring); and women as lacking will and competence, mostly because they prioritise having children and 
taking care of their family (Wahl, 1998). These images and ideas of what women are like as managers 
construct gender in organisations, and the lingering idea is that women are inadequate for management 
(Wahl, 1998). In the first image, they are an unexploited resource but can compensate for this. In the 
second image, they are regarded as having different qualities and thus as complementary. Finally, in the 
third image, they are simply viewed as better suited to other tasks than management.  
It can be concluded that it is important to go beyond the sameness/ difference discourse when discussing 
women as leaders, and move from perceptions of women as an ‘unexploited’ or ‘different’ resource to ‘a 
view of women as a power resource (i.e. a resource which exercises power)’ (p. 58). This perspective 
contrasts with the view of women as ‘a resource which can be used by those who hold power’ (Wahl, 
1998, p. 58). Wahl advocated that it makes a difference when women are included in management, since 
this changes organisational structures and may thus challenge gender relations in the organisation.  
In fact, several studies have documented that women are more likely to be effective leaders when there is 
a ‘critical mass of women’ at the top as compared to when they are isolated at the top as ‘tokens’ 
(Desvaux, Devillard-Hoellinger, & Baumgarten, 2007; Erkut, Kramer, & Konrad, 2008; Gröschl & Arcot, 
2014; Kanter, 1977; Sealy & Vinnicombe, 2010; Wahl, 1992, 2001). Kanter (1977) observed that tokenism 
impacts the behaviour of women leaders isolated in male-dominated environments, since they frequently 
adopt a number of stereotypical roles, so as to obtain acceptance by the wider group. In contrast, 
increasing the presence of women managers changes gender structures, which may influence 
constructions of management and masculinity in the organisation by confronting the male norm and by 
women doing management differently (Wahl, 2010). This way, there is some evidence that having a 
critical mass of women at the top of an organisation may favour organisational change. Hence, focusing 
on gender structures and gender power relations in organisations seems a more productive path for 
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gender and leadership scholarship, rather than the focus on similarities and differences between male and 
female leadership styles.  
3.5.2 The ‘genderedness’ of leadership and management 
It was previously analysed in Section 3.4.2 that organisations are gendered. Organisations are places 
where male power is produced and reproduced (Collinson & Hearn, 2005; Hearn & Collinson, 2006), and 
hierarchy in organisations is an expression of traditional gender power relations (Acker, 1988). 
Management is related to control and coordination in organisations. Professional managers are hired to 
‘make decisions, create workplace structures and cultures and solve organisational problems using 
“scientific” and “rational analytical” analysis’ (Collinson & Hearn, 2005, p. 292). Organisational power 
typically resides in management. This power is gendered and hierarchical, although it is usually seen as 
gender neutral. This can be seen in the importance given to the ‘macho-management discourse’ (Ford, 
2006) and to charismatic leadership styles, i.e. ‘heroic’ or ‘visionary’, which are still ‘deeply masculine in 
their assumptions and images’ (Collinson & Hearn, 2005, p. 298), despite the recent attention given to 
more feminine leadership styles in academia.  
As analysed before (Section 3.2.1), ‘femininity’ and ‘masculinity’ are socially constructed categories, rather 
than being essentialist and absolute in nature. In the same way, it is important to acknowledge ‘leadership’ 
as socially constructed (Wahl, 1998). Although leadership is usually defined from a gender-blind or 
gender-neutral perspective, i.e. as if gender was irrelevant for its definition, several scholars nowadays 
agree that the typical notion of leadership has been constructed as masculine and mirrors the male norm 
(Bruni et al., 2004; Due Billing & Alvesson, 2000; Ellemers et al., 2012; Mirchandani, 1999; Patterson et 
al., 2012b; Regine & Lewin, 2003; Wahl, 1998; Yoder, 2001). For Collinson and Hearn (1994), this is a 
way of rendering male dominance among executives self-evident and unproblematic. Men are regarded as 
‘legitimate’ and ‘natural’ figures of authority, which enables male dominance in organisations and in the 
society (Simpson & Lewis, 2005), where women are subordinated to men in the hierarchy that is created 
(Alvesson & Billing, 1997). 
Organisational values and practices tend to reinforce discourses that resemble hegemonic masculinity 
(Hearn & Collinson, 2006). ‘Hegemonic masculinity’ is a kind of male heterosexual sexuality that is formed 
around dominance over women and in opposition to other masculinities (e.g. homosexual, working class, 
gay) (Collinson & Hearn, 2005). It is important in the legitimisation of organisational power (Connell, 1987) 
and it tends to prevail in management in organisations, while other masculinities tend to be in 
subordinated positions. Male homosociality, which can be conceptualised as the non-sexual attractions 
between men, maintains hegemonic masculinity, while subordinating other kinds of masculinities and 
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women in general. Male homosociality is about emotional detachment, being very competitive, 
homophobia and regarding women as sexual objects (Collinson & Hearn, 2005).  
According to Lindgren (as cited in Wahl, 1998), the explanation for men’s dominance at the executive level 
is homosocial desire and behaviour, i.e. men choosing other men, rather than men actively rejecting 
women. Kanter (1977) used the term ‘homosocial reproduction’ to describe the selection process through 
which male seniors tend to choose other male managers, thus reproducing an ‘all-male managerial elite’. 
Kanter notices that the pressures for conformity and homogeneity in the all-male elite make it more difficult 
for outsiders to break this closed circle (Kanter, 1977; Wahl, 2011). 
Top-level positions are masculinised and constructed around male norms in such a way, that it becomes 
hard to separate between leadership and men (Eagly & Carli, 2007; Sharon Mavin, Grandy, & Williams, 
2014). This way, ‘masculinity and men are permitted the luxury of invisibility’ (Patterson et al., 2012a, p. 
402), while women and all that is non-masculine become visible as ‘the other’ (Bruni et al., 2004; Butler, 
2004; Patterson et al., 2012a). They are thus regarded as illegitimate and less credible leaders (Patterson 
et al., 2012b), since the success of women leaders is measured against the male norm, and men are used 
as their standards of comparison (Bruni et al., 2004; Mirchandani, 1999; Patterson et al., 2012b; Wahl, 
1998, 2001). Several authors observed that the same behaviours which are perceived as positive when 
demonstrated by men (e.g. assertiveness, ambition), are perceived as negative when demonstrated by a 
woman in the same position (Franzén, 1995; Mavin, 2009) because they contrast with stereotypical 
understandings of women and ‘create incongruity with their socially perceived female body’ (Patterson et 
al., 2012a, p. 398). Wahl (1998, 2001) depicts this situation as follows: women who aspire to become 
managers are criticised for their lack of authority, while women managers are criticised for being too 
masculine. In both cases, the result is that women are regarded as less suitable for management work. 
Hence, the question of gender in relation to leadership is interpreted as a question about women, and not 
commonly as a question about men, since masculinity is not seen as separated from leadership, and as a 
consequence no further considerations are needed (Wahl, 1998). In fact, several contradictions and 
conflicts arise between being a manager and being a woman. Wahl (1998) noted that women perceive a 
conflict between being feminine and being business-like. This can be seen in the fact that, in order to 
preserve their credibility as managers, women tried to balance between feminine and masculine 
expressions in their clothing, language and behavior. Women need gender-neutrality to look business-like. 
While women’s gender identity does not reinforce their power within the organisation, male leadership and 
male gender identity confirm and boost each other (Wahl, 1998).  
Women’s gender role and the managerial role are not compatible. If women conform to one of the roles 
they fail to meet the prerequisites for the other gender role (Powell & Butterfiled, 2003, as cited in Mavin, 
2006a). While men can act in congruence with their sex category instead of doing gender differently, 
women who want to be perceived as good leaders have to find the right balance between doing gender 
Chapter 3: Gender, Work and Organisations 79 
well and differently (Mavin, 2006b). Men are more likely to describe their own management style as ‘being 
themselves’, while women are more likely to describe how they struggle to go beyond male gendered 
management practices. Hence, in the next section it will be analysed how Mavin and Grandy’s (2011, 
2012) conceptualisation of ‘doing gender well and differently’ can be useful to analyse how women 
managers do gender in organisations. 
3.5.3 Women managers ‘doing gender’ well and differently 
‘Doing gender’ means creating differences between men and women that are not essential or biological, 
and use these constructed differences to reinforce the idea of essential female and male natures (West & 
Zimmerman, 1987). Hence, to ‘do gender’ is to engage in behaviour at the risk of gender assessment. 
(West & Zimmerman, 1987, p. 156). Women and men are evaluated in terms of appropriate attitudes and 
activities for their sex. 
Eagly and Carli (2007, 2008) highlighted the differences in leadership role expectations for men and 
women. While men are associated with agentic behaviour (aggression, competitiveness, control, task 
focus), women are associated with communal behaviour (affection, friendliness, compassion), which 
contributes to the stereotyping of women and men according to their traditional sex roles.  
Doing gender can be understood as conforming to gender role expectations of appropriate behaviour for 
their perceived sex category, reflecting the sexual division of labour and the gender hierarchy of society. In 
contrast, ‘undoing gender’ is a way of understanding how individuals contradict such expectations of 
appropriate behaviour for their perceived sex category (Mavin & Grandy, 2011; Patterson et al., 2012b). 
However, several authors contend that the belief that gender can be undone is over-optimistic and 
simplistic (Mavin & Grandy, 2011; West & Zimmerman, 2009). More than undone, gender is redone (West 
& Zimmerman, 2009).  
Mavin and Grandy (2011, 2012) propose a conceptualisation of doing gender ‘well’ and ‘differently’ in 
order to better understand such contradictions of gender role expectations. Doing gender well can be 
described as: 
For a woman to do gender well or appropriately, as evaluated against and accountable to her sex category, 
she performs expected feminine behaviour through a body that is socially perceived to be female. For a 
man, to do gender well or appropriately, as evaluated against and accountable to his sex category, he 
performs expected masculine behaviour, through a body that is socially perceived to be male. In that way 
there is congruence and balance between the perceived sex category and gender behaviour, and 
femininity (or masculinity) is validated (Mavin and Grandy, 2011, pp. 3-4). 
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These authors contend that gender cannot be undone, but only re-done or done differently, and that the 
understanding of doing gender well and differently cannot be separated from sex category, since it is 
according to the external mark of sex that someone is perceived to do gender either well or differently 
(Mavin & Grandy, 2011, 2012). According to Messerschmidt (2009), sex and gender have become 
indistinguishable because both are constructed through the body. Hence, the body cannot be ignored in 
the constructions of gender because it is an integral part of doing gender. 
Male managers are more likely to describe their own management style as ‘being themselves’, while 
women are more likely to describe how they struggle to go beyond male gendered management practices 
(Wahl, 2010). While men can act in congruence with their sex category instead of doing gender differently, 
women who want to be perceived as effective leaders need to find the right balance between doing gender 
well and differently, in order to simultaneously meet feminine gender role expectations (e.g. motherly, 
nurturing) and masculine constructions of leadership and management (e.g. risk-taking, ambitious) (Mavin 
& Grandy, 2012; Nadin, 2007). However, women leaders experience social role incongruity when doing 
gender differently (Patterson et al., 2012a), since their behaviour may be perceived as inappropriate 
unless it is aligned with their external mark of sex. Therefore, despite their opportunities for doing gender 
differently, women managers and leaders remain constrained by the gender binary (Mavin & Grandy, 
2012). 
By analysing how gender is done well and differently, it is also possible to understand senior women’s 
experiences, and how their simultaneous enactments of masculinities and femininities can disrupt the 
gender order and unsettle gender binaries over time (Mavin & Grandy, 2012). While a framework of doing 
gender well and doing differently may not undo gender, it may unveil some hidden aspects of gender and 
highlight how the gender binary contributes to maintain existing practices and values. This understanding 
of gender recognises individual agency to accept or reject gender social role expectations against the 
masculine backdrop of patriarchy (Patterson et al., 2012b). As contended by Leckenby and Hesse-Biber 
(2007), people are not ‘passive victims’ of structures (p. 257). 
Patterson et al. (2012b) identified contradictions in women’s voices concerning their experiences of 
gender within entrepreneurial leadership. Women drew upon notions of meritocracy and individualism in 
order to ‘keep gender out’ and deny its existence, but they were also aware of their difference as women 
and used it as a positive resource in leadership. For example, women may feel more free to ask questions 
because they have reduced expectations upon them and are perceived as less of a threat. Finally, the 
contradictory denial and acknowledgement of women’s difference is visible in the way women leaders 
respond to the stereotypical expectations that others place on them. They have to make more effort and 
do gender differently in order to be recognised or taken seriously. They need to ‘build’ confidence and 
reputation, instead of being assumed as being confident and reputable, since confidence and reputation 
are masculine traits (Patterson et al., 2012b). 
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In order to understand the ambivalent nature of gender experiences, it is important to move beyond 
highlighting sex differences and essentialism, and bring to the forefront gender an as analytical category 
instead (Mavin & Grandy, 2012). Capturing how gender is done well and differently also allows for the 
recognition of the ambivalent, fluid and contradictory nature of doing gender, and offers new possibilities 
for the gender binary to be disrupted (Mavin & Grandy, 2011, 2012). 
3.6 Conclusion 
This chapter has presented key theories on gender, work, organisations and management that will inform 
the entirety of this thesis. To begin with, key concepts were clarified. Gender is here understood as a 
social construction and an analytic tool rather than as an outcome of men and women’s ‘essential’ 
characteristics (Jeanes et al., 2011; Oakley, 1972; Wahl, 2001; West & Zimmerman, 1987). Besides, it is 
regarded as a dynamic process, done in daily interactions and practices, which contributes to naturalise 
the gender order and women’s subordination (Connell, 1987; Patterson et al., 2012b). However, while 
‘undoing’ gender may be too optimistic, in this study it is considered that essentialist gender binaries and 
the gender order can be challenged (Mavin & Grandy, 2012). Although this investigation is focused on 
gender, it does not ignore how other forms of inequality intersect with gender inequalities, in particular 
class and nationality. The concept of gender equality underlying this study comprehends not merely equity 
of processes, but also equality of outcomes, and it brings gender power relations to the forefront (Hearn, 
2010; Ramazanoglu & Holland, 2009). 
Theorising on gender and organisations has expanded and become increasingly complex, particularly due 
to the criticisms of feminist scholars, who have deconstructed the apparent gender-neutrality of 
organisations, which perpetuate unequal power relations (Acker, 1990, 1998; Wahl, 1992). Whereas some 
studies still explain women's subordination with basis on their sameness and difference in relation to men, 
and regard women as a universal category (Calás & Smircich, 2006), these studies have been charged 
with essentialism, and criticised for only addressing the experiences of white, middle-class and 
heterosexual women (Acker, 2012; Benschop & Doorewaard, 2012; Calás & Smircich, 2006; Holvino, 
2000; Sanchez-Hucles & Davis, 2010; Williams, 2013). Other studies regard gender as a product of power 
relations. These studies address the apparent gender neutrality of organisations and management (Acker, 
1990, 1992, 1998; Acker, 2006b; Acker, 2012; Kantola, 2008), and how the public and the private spheres 
cannot be separated (Pfau-Effinger, 2002). Some of these studies do not consider that gender is a 
sufficient analytical lens, and include intersectional analyses of inequality (Holvino, 2000; Townsley, 2003). 
In Section 3.4, it was analysed how some theorising on gender and organisations has gone beyond 
individual-centred explanations to account for gender inequality in organisations. The ‘glass ceiling’ 
metaphor has been widely used in literature on gender and management (Bendl & Schmidt, 2010; Cotter 
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et al., 2001; Esteban, 2004; Zhong & Couch, 2007). Despite its focus on structural rather than individual 
explanations for gender inequality at the top of organisations, it has been criticised for being too simplistic, 
for failing to problematise other subtle forms of discrimination, and for regarding discrimination as static 
and discrete. 
In this study, it is contended that organisations are gendered, and that they should be conceptualised as 
the result of intentional and unintentional actions and processes. Besides, organisations are not only 
gendered, but they simultaneously reinforce gender differences, gender power relations and the male-
dominated gender order. Therefore, it is important to analyse gendering processes in organisations. The 
most complete framework to systematically analyse such processes in organisations is that of Acker’s 
(1990, 1992, 1998, 2009, 2012). She identified the following sets of gendering processes in organisations: 
organising processes and divisions along gender lines; organisation culture; gendered interactions 
between individuals in the organisation; and internal gender constructions. In her first version of the 
framework (Acker, 1990), she identified a fifth process, organisational logic. In her later works, she 
included the notion of ‘inequality regimes’ in order to capture intersectionality in organisations (Acker, 
2006b; Acker, 2009, 2012). In addition, Acker’s conceptualisation of the ‘gendered substructure’ connects 
gender arrangements in organisations with gender arrangements in other parts of the society. It is a 
reflection of the way work is divided into paid work in the organisation and unpaid work at home (Acker, 
1992, 1998). This framework can be a useful tool to unveil hidden sex discrimination in organisations. 
In Section 3.4.4, it was concluded that it is important not only to consider overt sexist discrimination, but 
also to analyse behaviour that may not be intentionally discriminatory (Benokraitis & Feagin, 1995; Husu, 
2001; Wahl, 1992). Benokraitis and Feagin (1995) also identified covert discrimination, which is unveiled 
but intentional, whereas for Wahl (1992) indirect discrimination is embedded in the structures of 
organisations rather than being personal. Although overt sex discrimination has become less frequent, 
hidden discrimination is still pervasive (Kantola, 2008). Very often hidden discrimination is invisible to the 
individuals themselves who are discriminated against. In particular women managers deny the importance 
of gender and the existence of discrimination, since they do not want to portray themselves as victims, or 
be regarded as troublesome or difficult (Kantola, 2008). 
Several authors, including Acker, have claimed that sexuality should be given a greater focus in theorising 
on gender and organisations (Section 3.4.4). Male heterosexual sexuality prevails in organisations, 
although invisibly, and it reinforces ‘hegemonic masculinity’ (Connell, 1987), and its dominance over 
women and other types of masculinities. This way, sexuality also reinforces male power and patriarchy 
(Hearn, 2011; Hearn & Parkin, 2003; Wahl, 1998). 
Work must come first and be prioritised in a society that values production over reproduction, and where 
unpaid family work is deemed ‘non-work’ (Acker, 1998). Research on gender and organisations has 
challenged the idea that the family and organisations are separate spheres (Section 3.4.6). Women’s 
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subordination is a result of how these spheres are conceptualised, since the separation of production and 
reproduction perpetuate traditional images of masculinity and femininity and traditional gender role 
divisions (Acker, 2012). Hence, patriarchal relations in paid employment and the household interact (Drew, 
2002), and women, due to their traditional gender roles, are less likely to be perceived as good fits for high 
management positions (Hoobler et al., 2009). 
Management and leadership are also gendered, since they reflect the male norm. Hence, when studying 
women leaders and managers, it is more fruitful to focus on gender power relations than to examine the 
sameness or difference between male and female leadership styles (Section 3.5.1). Even when the 
purpose of studies that focus on women’s difference is to prove that women and men are equally 
competent or that women can excel men in leadership (Desvaux & Devillard, 2008), such discourses 
‘essentialise’ gender as biologically determined, reproduce gender stereotypes and constrain women’s 
possibilities of what they should be like (Due Billing & Alvesson, 2000; Fletcher, 2003), instead of 
challenging the gender order (Patterson et al., 2012a) or addressing the genderedness of organisational 
structures, as well as of management and leadership constructions.  
In Section 3.5.2, it was analysed in detail how management and leadership are gendered and deeply 
masculine in their images and discourses (Collinson & Hearn, 2005). As a result, while men are regarded 
as legitimate figures of authority, women are subordinated in the hierarchy that is created and regarded as 
unfit for management. ‘Hegemonic masculinity’ tends to prevail in management. It is defined in opposition 
to women and other masculinities, which are subordinated in the gender order (Collinson & Hearn, 2005). 
Male homosociality reinforces hegemonic masculinity, namely through ‘homosocial reproduction’ (Kanter, 
1977). While male managers are constructed as the norm, women managers are constructed as ‘the 
other’ (Bruni et al., 2004; Butler, 2004; Patterson et al., 2012a) and as less credible leaders. Besides, the 
managerial role and women’s gender role are not compatible. Women either ‘act like women’ and are 
criticised for their lack of authority, or ‘act like men’ and are criticised for being too masculine (Wahl, 1998, 
2001).  
Mavin and Grandy’s (2011, 2012) conceptualisation of doing gender well and differently is useful for 
analysing how women managers do gender in organisation, and the contradictions that they face in terms 
of gender role expectations (Section 3.5.3). For women, doing gender well means corresponding to 
expected (feminine) behaviour for their sexed bodies socially perceived as female, while doing gender 
differently corresponds to contradicting such gender role expectations. While men can act in congruence 
with their sex category, women have to find a balance between doing gender well and differently in order 
to be perceived as effective leaders, i.e. they simultaneously need to meet gender role expectations (e.g. 
motherly, nurturing) and masculine constructions of leadership (e.g. risk-taking, ambitious) (Mavin & 
Grandy, 2012). This understanding of gender recognises individual agency to either accept or reject 
gender role expectations, while recognising that women remain constrained by the gender binary (Mavin & 
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Grandy, 2012; Patterson et al., 2012b). Hence, instead of focusing on similarities and differences between 
women as men as leaders, it is more useful to use gender as an analytical category to understand the 
ambivalent, fluid and contradictory nature of doing gender for women managers (Mavin & Grandy, 2011, 
2012). 
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CHAPTER 4 Gender & Tourism 
4.1 Introduction 
 ‘Tourism experiences are grounded in, and influenced by, our collective understanding of the social construction of 
gender’ (p. 7) (Hall et al., 2003) 
Tourism cannot be separated from gender. Tourism processes and tourism-related activities are 
constructed out of gendered societies, and influenced by gender ideologies. Gender relations informed by 
practices in societies are defined and re-defined in tourism. The social and economic change brought by 
tourism can make gender identities more fluid, but power remains gendered in tourism processes. Power 
relations in tourism development are an extension of gender relations in societies (Kinnaird & Hall, 1996; 
Hall et al. 2003). Therefore, Kinnaird and Hall (1996) and Hall et al. (2003) advocate the need of a gender-
aware framework to enhance the analysis of tourism-related activity.  
This chapter begins with the analysis of the importance of tourism for employment and the economy on a 
broader scale (Section 4.2) and in Portugal (Section 4.3). After that, some key data on tourism and gender 
in Portugal and Europe are provided and discussed (Section 4.4).  
Section 4.5 provides an overview of gender and tourism research. First, the main phases of scholarship in 
this field are outlined, and then, the most common topics in recent literature on gender and tourism 
employment are summarised and discussed. In Section 4.6, the characteristics and gendered aspects of 
tourism employment are the focus of analysis.  
Finally, the focus is shifted to women as managers in the tourism sector (Section 4.7). The first part of this 
section systematises achievements and impediments to women’s career progression identified in literature 
on gender and tourism. In the second part, a detailed and critical review of studies on women as 
managers in the tourism sector is carried out. 
4.2 Importance of Tourism for Employment and the Economy 
In 2013, there were 1087 million tourist arrivals worldwide and 566.3 million in Europe (UNWTO, 2014). 
Tourist arrivals at the global level grew 4.7% between 2012 and 2013. Tourism has expanded enormously 
in the last decades and it is still an expanding sector. 
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The potential of the tourism sector to boost economic growth and job creation has been reiterated 
repeatedly in recent years. In fact, tourism is believed to be an effective tool for broader economic 
development, particularly for rural, low-income regional economies, or areas where a once-thriving 
manufacturing industry has declined. Unlike traditional industries (e.g. manufacturing, communications, 
financial services, etc.), tourism can be a significant economic driver in remote areas far from economic 
centres because it brings tourists to the place of production, be it small islands, mountains, conservation 
areas or coastlines. Tourism can create investment and entrepreneurship opportunities, as well as raise 
demand for local services, infrastructure, transportation and utilities. In many cases, the growth in tourism 
demand leads to the improvement of infrastructures for resident communities. It can be a crucial economic 
force in major business and administrative centres as well (UNWTO, 2011; WTTC, 2012).  
Tourism is also an export industry that provides services to international visitors and attracts spending 
from abroad. It is positive for a country’s balance of payments, particularly when in the countries where 
tourism represents a substantial share of total exports (WTTC, 2012).  
In the WTTC report ‘The Comparative Economic Impact of Travel & Tourism’, tourism is compared to 
selected economic activities. This report concluded that tourism ranks high among the sectors analysed in 
terms of its contribution to GDP, employment and exports. In 2011, tourism generated $2 trillion in direct 
GDP7, which is more than double that of the automotive industry and one-third larger than the global 
chemicals industry. If the indirect and induced economic impacts are taken into account, the total GDP 
impact of tourism was $6.3 trillion in 2011, 9.1% of the global GDP. Tourism employs 98 million people 
directly and has a total impact of 8.7% of world employment (255 million jobs). This makes tourism one of 
the leading job creators in the world (WTTC, 2012). 
According to WTTC (2012) tourism growth trends and prospects also exceed those of other sectors. Direct 
industry GDP is expected to rise at an average of 4.2% per year over the next decade, greater than the 
3.6% average annual growth estimated for the total global economy. Employment in the tourism sector is 
expected to grow 1.9% per year over the next decade, while for the total global economy Oxford 
Economics forecasts a growth of 1.2% per year through 2022 (WTTC, 2012). 
Tourism also generates substantial indirect benefits to the rest of the economy through its linkages to 
other sectors. It has a multiplier of 3.2, which implies that for every new tourism dollar injected a total of 
                                                          
7 ‘The direct contribution of Travel & Tourism to GDP reflects the “internal” spending on Travel & Tourism (total spending within 
a particular country on Travel & Tourism by residents and non-residents for business and leisure purposes) as well as government 
“individual” spending - spending by government on Travel & Tourism services directly linked to visitors, such as cultural (eg 
museums) or recreational (eg national parks) (…) The total contribution of Travel & Tourism includes its “wider impacts” (ie the 
indirect and induced impacts) on the economy. 
The “indirect” contribution includes the GDP and jobs supported by: Travel & Tourism investment spending (…) [e.g.] purchase 
of new aircraft and construction of new hotels; Government “collective” spending (…) eg tourism marketing and promotion, 
aviation, administration, security services, resort area security services, resort area sanitation services, etc; Domestic purchases 
of goods and services by the sectors dealing directly with tourists - including, for example, purchases of food and cleaning 
services by hotels, of fuel and catering services by airlines, and IT services by travel agents. (…) The “induced” contribution 
measures the GDP and jobs supported by the spending of those who are directly or indirectly employed by the Travel & Tourism 
industry’ (WTTC, 2014, p. 2). 
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3.2 dollars is generated across the entire economy including indirect and induced impacts. Only chemicals 
and auto manufacturing have higher multipliers across the 20 countries analysed. In 18 out of the 20 
economies analysed, a new dollar in tourism generates more total economic output than the average new 
dollar in the economy (WTTC, 2012). 
Moreover, a high share of tourism expenditure is retained in the local economy after accounting for 
imports. It thus generates household income: 91% of each tourist dollar spent remains in the local 
economy, while only 9% is leaked out as imports on average. From the economic point of view, tourism 
seems to be supportive of economic development.  
However, tourism may also imply negative impacts, such as environmental depredation or consequences 
for the local communities, such as loss of cultural authenticity. At the economic level, inflation is one of the 
negative consequences of the increase in tourist activity most felt by locals. In addition, it is important to 
evaluate the quality of the employment generated, as well as emerging gender inequalities in the sector. 
Tourism is considered a particularly important industry for women, since their participation in tourism 
employment is higher than in the workforce in general (Hemmati, 2000). In order to fully analyse the 
contribution of tourism to employment generation, particularly among women, it is necessary not to 
overlook the nature and conditions of the employment generated, since it often reinforces inequalities and 
reproduces social stratification (Jordan, 1997).  
4.3 The Importance of Tourism in Portugal 
In the early 20th century, an organised tourism industry started to flourish in Portugal. The luxurious Estoril 
was sought by Europe’s aristocrats and kings. Fátima, Figueira da Foz, Espinho and Póvoa do Varzim 
were also among the most prominent tourism destinations at the time. It was in the 1960s, with the 
expansion of mass tourism, that Algarve became the most important tourism region in Portugal and one of 
the most important tourism destinations in Europe (Costa & Vieira, 2012). 
While Portugal has one of the lowest percentages of outbound tourists as share of the total population in 
the EU (Appendix 5), it is an important tourism destination. Figure 4.1 shows how Portugal has one of the 
highest numbers of tourist arrivals in Europe. In fact, Portugal ranked as the 8th country in the EU in terms 
of number of arrivals of non-residents, 9.7 million people. WTTC forecasts 10.173 million international 
tourist arrivals in Portugal in 2024 (WTTC, 2014).  
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Figure 4.1 Number of arrivals of non-residents (hotels; holiday and short-stay accommodation; camping grounds, 
recreational vehicle parks and trailer parks (2014) 
Source: developed by the author based on data from Eurostat (2014c) 
 
There were 3250 accommodation establishments and 498,997 beds officially registered in Portugal in 
2012 (see Appendix 6). More than a third of hotel beds were concentrated in the Algarve region (Macedo, 
2013). Besides, it should be borne in mind that informal and unregistered accommodation, which is 
particularly widespread in Algarve (Martins, 2011; Silva & Silva, 2003), is not taken into account in the 
statistics here reported. In 2012, formal accommodation units received 13.845 million guests who spent a 
total of 39.7 million nights in the country. Of these guests, about 56% were foreigners. In 2013, Portugal 
ranked as one of the countries with the highest number of total nights spent by non-residents (see 
Appendix 7) and as one of the EU countries with the best occupancy rates of bed-places and bedrooms in 
hotels and similar accommodation (see Appendix 8). Algarve, with its Mediterranean climate, is the 
leading tourism region in terms of overnight stays (36% share). Lisbon, the capital, is the second most 
important tourism region (24% share) and its tourism offer is focused on city, business and cultural 
tourism, while Madeira (14%) is known for its distinctive nature and climate (Costa & Vieira, 2012; 
Macedo, 2013). In Algarve and Lisbon, about three fourths of the guests are foreigners, while in Madeira 
90% are foreigners (Macedo, 2013). Tourism is a seasonal activity and the tourist flow fluctuates 
significantly during the year. The high season is between the months of June and September, and August 
is the peak month (see Appendix 9).  
This intense tourist activity has a significant economic impact. Tourism is a crucial sector for the 
Portuguese economy, as well as an important employment generator. According to WTTC (2014), tourism 
contributed directly for 5.8% of the Portuguese Gross Domestic Product (GDP) in 2013, and had a total 
contribution of 15.6% if direct and indirect effects via the supply chain of travel and tourism spending are 
taken into account (WTTC, 2014).  
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In the same year, leisure travel (inbound and domestic) accounted for 87.6% of the direct GDP associated 
with tourism, while business travel accounted for the remaining 12.4% of the tourism GDP. Foreign visitor 
spending generated most of direct travel and tourism GDP in 2013 (67.3%), compared with 32.7% for 
domestic spending (WTTC, 2014).  
Visitor exports corresponded to 19.6% of total exports in 2013. Tourism contributed directly for 7.2% of the 
employment generated (322,000 jobs) and its total contribution for employment was 18.2% (818,500 jobs), 
which corresponds to more than twice of the total contribution of tourism for employment in Europe 
(WTTC, 2014).  
The majority of the tourism workforce is female. In 2007, men prevailed in the transportation sector and in 
sports and recreational services while women prevailed in the remaining tourism characteristic industries 
(hotels and similar, restaurants and similar, travel agencies and similar, and cultural services) (Figure 4.2). 
In fact, if transport services were not taken into account, women corresponded to 63% of the tourism 
workforce, instead of 52%. 
 
 
There was no available data for the second tourism characteristic activity, i.e. second home ownership (imputed) 
Figure 4.2 Number of jobs by gender and tourism characteristic activity (2007) 
Source: developed by the author based on data from INE (2008) 
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Workers in the tourism sector tend to have low levels of education (Appendix 10). In most tourism 
characteristic industries, more than half of the workforce only had basic education or even less than that in 
2007. The exceptions were air passenger transport, travel agencies and cultural services. These 
industries were also the ones that employed a larger share of highly educated workforce. 
Wages are not distributed evenly across tourism characteristic activities. In 2007, the sector with the 
highest wages was air transportation, followed by other transportation services. Wages were lowest in 
restaurants and similar (see Appendix 11). It is noteworthy that although travel agencies and similar was 
the tourism characteristic activity where levels of education were highest, it ranked only as sixth in terms of 
wages. Perhaps not surprisingly, it was one of the most feminised tourism characteristic activities (64.9%) 
(INE, 2008). 
To summarise, the contribution of tourism for the Portuguese economy is above the average contribution 
of tourism for the economy in Europe. Even though the growth rhythm of the sector has been slowing 
down, tourism is still an expanding sector. This industry seems to have the potential to become a vehicle 
for economic development. However, the employment created by this industry, as well as its conditions 
and gendered patterns should be critically analysed before tourism is announced as a panacea.  
4.4 Gender and Tourism Employment in Portugal and in the EU 
Several studies have identified strong inequalities in the tourism sector in Portugal (Carvalho et al., 2011; 
Costa et al., 2011; Costa et al., 2012a; Reis, 2000; Santos & Varejão, 2006). According to Santos and 
Varejão (2006), the Portuguese tourism industry is characterised by the predominance of female 
employment, low levels of education and short average tenure. These findings are supported by the work 
of Costa et al. (2011), which relied on data from the Employment Survey. It is thus necessary to evaluate 
the quality of the employment generated, as well as to analyse the gender differences that emerge in 
tourism employment in Portugal and in the EU. 
Even though the majority of tourism workers are female, male workers occupy most top-level and best-
paid positions, while there is a high percentage of women employed as unskilled workers. However, male 
managers and executives have lower levels of education than their female counterparts, who have a 
significantly higher level of education. This confirms the common sense perception that women need to be 
more qualified in order to reach the same positions as men do (Costa et al., 2011). 
According to the Employment Survey data, the tourism sector has one of the widest gender pay gaps in 
the whole economy. This gap has increased over the years in this sector, while it has stagnated in the 
overall economy (Costa et al., 2011). Concerning working hours, tourism employees work more in unsocial 
hours, such as shifts, at night, on Saturdays and Sundays, particularly men. These work schedules can 
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complicate work-life balance. Moreover, while most female part-time work is involuntary and reflects the 
lack of better employment opportunities, male part-time work is mostly due to studying or training. In 
addition, tourism workers have the highest amount of weekly working hours in the whole economy. 
Despite that, they are among the worst paid workers in the whole economy, particularly in the food and 
beverage subsector (Costa et al., 2011). 
Data from the Portuguese Tourism Satellite Account show how women have lower salaries than men do in 
almost all tourism characteristic activities: 
 
Figure 4.3 Average gross hourly wages of employees by tourism characteristic activities, by sex (2007) 
Source: developed by the author based on data from INE (2008) 
 
Santos and Varejão (2007) developed a study on pay and discrimination in the Portuguese tourism sector 
that used the Oaxaca-Blinder decomposition to analyse the gender pay gap. They attributed 55 per cent of 
the difference in male and female wages to discrimination. The remaining 45 per cent of that gap was due 
to differences in the characteristics of male and female employees. Even though most of the gender pay 
gap is attributable to discrimination, the authors concluded that the coefficient of discrimination in the 
tourism sector is half the figure for the economy as a whole (Santos & Varejão, 2007). In fact, according to 
González et al. (2005), discrimination explains 64 to 91 per cent of the total gender wage gap in the whole 
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economy, depending on the methodology used. This study suggested that pay discrimination, albeit very 
significant in the tourism sector, is nonetheless less pervasive in tourism than in the economy as a whole. 
However, this seemingly narrower gap could also be partially explained by the low salaries earned in the 
sector (Santos & Varejão, 2007).  
It is also of interest to analyse comparative data on gender and tourism employment in Portugal and the 
EU. Figure 4.4 shows how accommodation and food service activities are a feminised sector in most EU 
countries8. Lithuania, Estonia and Latvia have the highest rates of feminisation (above 70%), while only in 
six countries are there more men than women working in accommodation and food service activities. 
Portugal ranks 13th among EU countries where this workforce is more feminised, with 57% of workers in 
the sector being women. 
 
Figure 4.4 Feminisation of the workforce (% of women) in accommodation and food service activities in the EU-28 (2014) 
Source: developed by the author based on data from Eurostat (2015a) 
 
Figure 4.5 shows annual earnings in accommodation and food service activities in the EU. The difference 
between workers’ annual earnings across European countries is remarkable. In Finland and Sweden, 
earnings are more than eleven times higher than in Bulgaria, and almost ten times higher than in 
Rumania. It can be seen that earnings in Portugal are relatively low. They are only lower in Malta and 
Eastern European countries. 
The countries where men’s annual earnings are highest are Finland, Sweden and Luxembourg, but 
women’s earnings in accommodation and F&B are highest in Sweden, Finland and Belgium. Portugal 
                                                          
8 Eurostat’s website did not contain information for other tourism characteristic activities besides this. 
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ranks as the 16th country if men’s earnings are analysed, and as 17th if women’s earnings are considered 
instead. 
 
 
Figure 4.5 Annual earnings (euros) in accommodation and food service activities in the EU-27 (except Greece), by sex – 
companies with 10 employees or more (2010) 
Source: developed by the author based on data from Eurostat (2015b) 
 
It was analysed in Section 2.3.1 that Portugal ranked as the 10th country in terms of gender pay gap in the 
EU. However, Portugal ranks as the country with the second widest unadjusted gender pay gap in 
accommodation and food services in the EU (Figure 4.6). Estonia, Cyprus and Latvia also have a wide 
pay gap, while it is narrowest in Denmark, Czech Republic and Sweden.  
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Figure 4.6 Gender pay gap in annual earnings (%) in accommodation and food service activities in the EU (except 
Austria, Greece, Ireland and Italy) (2014) 
Source: developed by the author based on data from Eurostat (2016) 
4.5 Gender and Tourism Research: An Overview  
Gender and tourism as research topics have not been granted much attention until the last decades. This 
section begins with the analysis of the phases in scholarship on gender and tourism. After that, the most 
common topics in recent literature on gender and tourism labour are identified and briefly described.  
4.5.1 Phases in scholarship on gender and tourism 
In this section, an overview of the trajectory of gender and feminist research in tourism studies is 
presented through the work of two scholars who attempted to track this evolution. Wilson (2004) defined 
the different phases of gender and tourism research with basis on the type of focus that women and men 
are given in tourism and leisure research. Aitchison (2005) followed the three umbrella typologies of 
feminist epistemology proposed by Harding (1986) in order to trace the evolution of tourism research. 
 Wilson (2004) outlined the evolution of research on gender issues in tourism and travel by adapting 
Henderson’s (1994b, as cited in Wilson, 2004) ‘five-phase framework’. In the first phase, labelled as 
‘invisible/womanless phase’, men’s experiences and perspectives were regarded as universal and 
women’s experiences were subsumed under the male experience. The tourist experience meant the male 
tourist experience. 
Following on from the ‘invisible/womanless phase’ was the ‘compensatory/add women’ stage. In the late 
1970s and into the 1980s, women’s existence began to be acknowledged in tourism literature, but there 
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was no reference to the existence of gendered contexts. Women’s experiences were considered only as 
relative to men’s.  
The next phase identified by Henderson and Wilson (2004) is referred to as ‘bifocal’ or ‘sex differences’ 
stage. In this phase, sex differences between men and women were recognised and stressed, but not 
explained. The consequences of differences in constraints and opportunities were also ignored. Instead of 
the identification of differences being the starting point of research, it was the ‘end point’ and there was not 
an attempt to explain why gender differences occur. Some authors have argued that sex difference 
research is not truly gender research (Swain, 1995; Henderson, 1994ab and Norris & Wall 1994, as cited 
in Wilson, 2004). Another pitfall of this approach is that the focus on differences reinforces the essentialist 
male-female dichotomy (Wilson, 2004). 
In the ‘feminist’ or ‘women-centred’ phase, women are the focus of research, and not necessarily in terms 
of how they are different from men. This research has clearly feminist aims and acknowledges the 
existence of systems of oppression (Wilson, 2004).  
The ‘new’ or ‘gender scholarship’ phase analyses both women’s and men’s experiences in relation to a 
broader social context, with a focus on the complex interactions between the two sexes, as well as on the 
interaction of gender with other important social factors, such as class, race and ethnicity. Some important 
works produced in the mid-1990s were responsible for bringing gender to the forefront of tourism research 
(Wilson, 2004)9. 
While many scholars advocate the importance of ‘women and men’ studies, several authors contend that it 
is still important to give women a central focus in tourism and leisure research because their experiences 
have been for a long time left out of history. Pritchard and Hughes (1994, as cited in Wilson, 2004) 
contended that we are not yet in a ‘post-feminist’ era where all barriers and oppressions have been 
removed, and women are in parity with men. Inequalities are still entrenched in society. Studies focused 
on women are still important so that we do not regress to the ‘womanless’ stage of research. However, 
these studies should always be related back to their wider social and gendered context, and attempt to 
understand these social complexities holistically (Wilson, 2004).  
As to Aitchison (2005), she used the three epistemological approaches of feminist research proposed by 
Harding (1986), feminist empiricism, standpoint feminism and poststructural feminism10, to reflect on the 
theoretical trajectory of gender/feminist research in tourism studies. Feminist empiricism resulted in partial 
                                                          
9 E. C. Wilson (2004) points out the following works: Gender and Tourism by Norris and Wall (1994); the book Tourism: A Gender 
Analysis edited by Kinnaird and Hall (1994); and a special issue on gender and tourism in the Annals of Tourism Research, edited 
by Margaret Byrne Swain (1995). 
10 Harding (1986) defined three kinds of feminist approach to research: feminist empiricism (seeks to uncover the ‘truth’ through 
‘objective’ research), standpoint feminism (questions the authority of the dominant scientific paradigm) and postmodern feminism 
(seeks to deconstruct established truths and ‘grand narratives’).  
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analysis and superficial measures to address inequality because it concentrated on the effect rather than 
on the causes, e.g. suggesting safety measures in hotels, such as the provision of male escorts instead of 
tackling male violence. Despite these limitations, feminist empiricism was marked by the important 
contributions of some authors who analysed sex segregation, sex-role stereotyping, gendered structures 
of work and pay inequalities between men and women in tourism (e.g. Kinnaird & Hall, 1994; Sinclair, 
1997a).  
Standpoint feminist approaches (e.g. Marxist, socialist and critical theory) have pointed out how the 
‘tourism industry’ and global capitalism are mutually reinforcing, and have criticised their reliance on 
seasonal and casual workers. Socialist feminist analyses of leisure emphasised social class as a major 
determinant of leisure relations. Some works informed by radical feminist theory analyse and criticise the 
political economy of international sex tourism (Aitchison, 2005). 
Since poststructuralism is concerned with revealing the power relations inherent in the production of 
knowledge, some poststructuralist authors are concerned with ‘giving voice’ to the experiences of women 
they interview, and with the interpretation process which either ‘gives voice’ or ‘silences’ them. With 
poststructuralism, there is an ‘acknowledgement that social and cultural research (…) needs to 
acknowledge the impact of the research process upon both the researcher and the research participants’ 
(Aitchison, 2005, p. 218). Poststructural perspectives also help deconstruct rigid binary oppositions such 
as that of ‘hosts’ and ‘guests’. 
Although Aitchison (2005) recognised the importance of the shift towards more cultural and critical 
theorising in tourism research, such as that influenced by poststructuralism, she cautioned against the 
wholesale adoption of poststructural approaches to the negation of structural and more material analyses. 
She advocated that material analysis are still useful to highlight women’s and girls’ material constraints in 
everyday life, ‘including those produced by and in relation to tourism’ (Aitchison, 2005, p. 210). Therefore, 
she proposed the concept of social-cultural nexus and claimed the importance of integrating material and 
cultural analyses, and combining elements from both standpoint and poststructural feminisms in gender 
and tourism studies. For her, critiques that integrate cultural with material analyses are a complex but 
feasible challenge (Aitchison, 2005; Aitchison, 2005). 
Tourism gender research remains largely marginal in tourism investigation and disarticulated from feminist 
and gender-aware initiatives. The growth of tourism research has been mostly dictated by business-
oriented approaches that favour a positivist paradigm, and as a result it has remained gender-blind and 
‘reluctant to engage in gender aware critique’ (Figueroa-Domecq et al., 2015, p. 89). 
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4.5.2 Most common topics in recent literature on gender and tourism labour 
Figueroa-Domecq et al. (2015) carried out a bibliometric analysis of tourism gender research. The main 
general topics they identified were the following: gendered tourists, gendered hosts, gendered labour, and 
theory, research & education. Literature on gendered labour further includes other subtopics: gender 
discrimination & occupational segregation; employment development and female career paths; managerial 
styles & recruitment processes; and sexual harassment. Peeters and Ateljevic (2009) divided literature on 
gender and tourism into three main strands of research: i) the gendering of tourism employment and 
gendered hosts; ii) women as travellers in business and leisure; and iii) tourism as a gendered 
construction, namely in tourism marketing.  
Scholar literature on gender and tourism labour is reviewed in this section. This analysis is limited to the 
perspective of the tourism industry and its workforce, thereby excluding studies on gender and tourism 
that focus on the other topics identified by Figueroa-Domecq et al. (2015) and Peeters and Ateljevic 
(2009). 
In this section, a set of articles on gender and tourism employment are analysed and grouped according to 
the topics approached in them. The articles analysed can be divided into eight main strands. Appendix 12 
briefly presents the articles analysed in this section split by topic, type of economy under analysis and 
methodology used. This review is centred on the articles indexed in Scopus, as well as some other 
relevant studies not indexed there. Books and theses were not included in the summary table, but they 
were cited throughout this chapter. Despite the breadth of literature analysed, the overview here presented 
is not exhaustive. The strands identified are briefly explained in the next sections. Some articles could 
have been grouped in more than one strand, since there is some overlap between them. 
 
a) Gender differences in earnings in the tourism sector 
Several authors analysed the gender pay gap in the tourism sector from a macroeconomic perspective. All 
the articles in this group concern developed countries, namely Norway (Skalpe, 2007; Thrane, 2008, 
2010), the United States (Sparrowe & Iverson, 1999), the UK (Burgess, 2000), Spain (Bañuls & Casado-
Díaz, 2010; Bañuls & Rodríguez, 2005; Campos-Soria, Ortega-Aguaza, & Ropero-García, 2009; García-
Pozo, Campos-Soria, Sánchez-Ollero, & Marchante-Lara, 2012; Muñoz-Bullón, 2009) and Portugal 
(Barros & Santos, 2007; Santos & Varejão, 2007). These studies resourced exclusively to quantitative 
methodologies. They can be divided into two main strands: one that is concerned with the explanation of 
the gender pay gap (Burgess, 2000; Campos-Soria et al., 2009; García-Pozo et al., 2012; Muñoz-Bullón, 
2009; Santos & Varejão, 2007; Skalpe, 2007; Sparrowe & Iverson, 1999); and another that is concerned 
with the analysis of differences in returns to education (Bañuls & Casado-Díaz, 2010; Bañuls & 
Rodríguez, 2005; Barros & Santos, 2007; Thrane, 2008, 2010). In these studies, the term ‘gender’ is 
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frequently used interchangeably with ‘sex’ and is merely used as a variable in quantitative analysis. 
Appendix 13 presents the main variables, statistical methods used in these studies, as well as the context 
and unit of analysis. The most important results of these studies are analysed in Section 4.6.6 (The 
gender pay gap). 
 
b) Gender, tourism higher education and (under)graduate employment 
An important strand of research on gender and tourism employment concerns the link between higher 
education and the entry into the labour market. The studies in this area that are analysed here were all 
carried out in developed countries, except Koyuncu, Fiksenbaum, Burke, and Demirer (2008), which 
concerns Turkey, and Costa, Costa et al. (2013), which concerns Brazil. Costa, Caçador et al. (2013) and 
Costa, Carvalho, Caçador, and Breda (2013), besides focusing on Portugal, also focus on Brazil. Almost 
all studies relied on surveys and mostly descriptive analysis, but in some cases also bivariate and 
multivariate data analysis. O’Leary and Deegan (2005) were the only authors who collected longitudinal 
data. Most of these studies focus on tourism graduates’ early experiences in the labour market (Costa, 
Carvalho, et al., 2013; Costa et al., 2012a; Costa, Carvalho, Caçador, & Breda, 2012b; Costa, Caçador et 
al., 2013; Heller, 2008; King, McKercher, & Waryszak, 2003; McKercher et al., 1995; O’Leary & Deegan, 
2005; Purcell, 1993). Other studies analysed tourism students’ perceptions and expectations concerning 
the labour market (Iverson, 2000; Koyuncu et al., 2008; Umbreit & Diaz, 1994; Zhong & Couch, 2007), and 
factors that either contribute to or constrain women’s career progression according to students’ 
perceptions (Zhong & Couch, 2007). See Appendix 14 for more information on these studies. 
 
c) Gender inequalities and segregation in tourism labour  
Another research strand is related with the analysis of gender inequalities in the tourism labour market. 
This area can be divided into two main strands:  
i) Theoretical analyses: this first sub-strand is more concerned with a strong theoretical underpinning 
and does not use primary empirical data (Hemmati, 2000; Kinnaird & Hall, 1996; Purcell, 1997; Richter, 
2005; Sinclair, 1997b). 
ii) Macro-level analyses: in the second strand, the studies focus on gender inequalities in the tourism 
labour market at a macro-level and make use mostly of quantitative data from official databases, but some 
also use data collected across several organisations and, in one case, a self-developed cross-national 
survey (Burrell, Manfredi, Rollin, Price, & Stead, 1997; Campos-Soria, Marchante-Mera, & Ropero-García, 
2011; Costa et al., 2011; Purcell & Quinn, 1996; Tamborini, 2007). Advanced economies are more likely to 
be the setting in this type of research. 
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Given that the most important conclusions of these studies are presented and discussed in more depth in 
the next sections of this chapter, it was decided not to include an appendix with further information about 
these studies. 
 
d) Gender inequalities and sexual harassment in tourism organisations 
The studies in this strand focus on the organisational level. Most of this research is centred on gender 
segregation in tourism organisations, but some studies also analyse sexual harassment, discrimination or 
the role of sexuality at work. Some of these studies use quantitative methodologies while others use 
qualitative ones. Both advanced and emerging economies are investigated (Adkins, 1995; Ainsworth, 
Knox, & O'Flynn, 2010; Bird, Lynch, & Ingram, 2002; Blomme, van Rheede, & Tromp, 2010a; Cave & Kilic, 
2010; Gilbert, Guerrier, & Guy, 1998; Hall, 1993; Holjevac, 2006; Ineson, Yap, & Whiting, 2013; Jordan, 
1997; Kara, Uysal, & Magnini, 2012; Knox, 2008; Maumbe & Van Wyk, 2008; Poulston, 2008). See 
Appendix 15 for more information on these studies. 
 
e) Gender and tourism entrepreneurship  
The strand of research on gender and entrepreneurship in the tourism sector comprises both studies that 
are conceptual in nature or literature reviews, and studies that gather and analyse empirical data, both 
through quantitative and qualitative methodologies. These studies have focused on both advanced and 
emerging economies. A significant proportion of these studies investigate rural and agro-tourism initiatives 
(Aggelopoulos, Kamenidou, & Pavloudi, 2008; Bensemann & Hall, 2010; Castrillón, Canto, & Cantorna, 
2010; Costa et al., 2012b; Katongole, Ahebwa, & Kawere, 2013; Koutsou, Notta, Samathrakis, & 
Partalidou, 2009; Lindberg, Lindgren, & Packendorff, 2014; Peeters & Ateljevic, 2009; Petterssonn & 
Cassel, 2014). For more details, see Appendix 16. 
 
f) Gender and work-family issues and initiatives in tourism labour 
There is also a strand of studies that analyses issues of work-family balance and conflict in the tourism 
sector. Most of these studies are focused on the tourism industry, and they are either literature reviews or 
quantitative studies focused on advanced economies (Blomme, Van Rheede, & Tromp, 2010b; Brownell, 
1998; Costa et al., 2011; Deery, 2008; Doherty, 2004; Karatepe, 2010; Magnini, 2010; Mulvaney, O’Neill, 
Cleveland, & Crouter, 2007; Tugores, 2008; Zhao, Qu, & Ghiselli, 2011). There is also one study that 
analyses the existence of these issues in the tourism academia through a collective memory-work of how 
four female tourism academics try to achieve work-life balance (Small, Harris, Wilson, & Ateljevic, 2011). 
See more information in Appendix 17. 
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g) Tourism work: intersectional, exploitation and empowerment perspectives 
i. Tourism and women’s empowerment: most of the studies in this strand analyse whether tourism 
empowers women or reinforces gender inequalities in the society and within the household. These works 
focus on developing economies, e.g. Indonesia (Cukier, Norris, & Wall, 1996; Cukier & Wall, 1995; Long & 
Kindon, 1997; Wilkinson & Pratiwi, 1995), Thailand (Ishii, 2012), Tanzania (Fischer, 2014), Belize (Gentry, 
2007), Honduras (Ferguson, 2010) or Costa Rica (Vandegrift, 2008). Nonetheless, studies in developed 
economies have also been carried out, but on small communities, where rural or farm tourism prevails 
(Busby & Rendle, 2000; Garcia-Ramon, Canoves, & Valdovinos, 1995; O'Connor, 1995), or where class 
relations between guests and hosts are explored (Ireland, 1993). Ferguson (2011a), Ferguson (2010) and 
Ferguson (2010) carried out an analysis of gender equality and tourism policies at different levels and 
concluded that a reframing of policies is needed so that their potential can be maximised. Ferguson 
(2011b) explored the impact of tourist consumption and inequalities in South America. Hemmati and 
Marsh (1999) analysed how gender and tourism were discussed at the United Nations Commission on 
Sustainable Development in 1999. Studies on tourism and women’s empowerment are analysed in 
Appendix 18 (Adib & Guerrier, 2003; Hull & Milne, 1998; Levy & Lerch, 1991; Morais et al., 2005; Scott, 
1997; Swain, 1993; Tran & Walter, 2014; Wilson, Gámez Vázquez, & Ivanova, 2012). 
.ii. ‘Romance’ and sex tourism: the sexual exploitation of women from developing countries both in the 
developing and the developed world has also been studied by Yea (2005), Clancy (2002) and Muroi and 
Sasaki (1997), among others. Chant and Evans (2010) investigated intimate cross-generational 
relationships resulting from international tourism as a means of accessing resources and securing 
livelihood. Some authors also analysed women as ‘romance’ or sex tourists, and how their motivation and 
behaviours differ from those of male sex tourists (Herold, Garcia, & DeMoya, 2001; Jeffreys, 2003; Pruitt & 
LaFont, 1995; Sánchez Taylor, 2001). Thailand and the Caribbean are the most frequent settings for 
analysis. Other studies in this strand of research are those of Leheny (1995), Ryan and Kinder (1996), 
Ryan and Martin (2001) and Ocha and Earth (2013) (See Appendix 19). 
iii. Tourism, crisis, migration and gender roles: crisis, migration and gender roles have also been 
approached (Arrington, 2009; Facio, Toro-Morn, & Roschelle, 2004; Scott, 1995; Toro-Morn et al., 2002). 
The countries analysed in these studies are, respectively: Zambia and Zimbabwe, Cuba and Cyprus (see   
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Appendix 20). 
Qualitative methodologies prevail in all these strands, namely interviews, which are in some cases 
complemented by observation. Some studies use questionnaires as a further support method (Garcia-
Ramon et al., 1995; Gentry, 2007; Yea, 2005). A truly quantitative methodology was only used in the study 
of Ishii (2012). Figueroa-Domecq et al. (2015) also concluded that tourism gender research on 
development and sustainability tends to use qualitative techniques.  
 
h) Women as managers in the tourism sector  
i. Women managers’ careers and career barriers: the first group of studies within the strand ‘women as 
managers’ analyses women managers’ careers, career obstacles and perceptions of barriers in the 
tourism industry (Boone et al., 2013; Brownell, 1993a, 1993b; Burke, Koyuncu, & Fiksenbaum, 2008; 
Kattara, 2005; Li & Leung, 2001; Maxwell, 1997; Mooney & Ryan, 2009; Moore & Wen, 2009; Ng & Pine, 
2003; Tlaiss & Kauser, 2011). The methodologies used are varied: there is quantitative, qualitative and 
mixed-methods investigation. Advanced economies provide the most frequent research setting. These 
studies are extensively discussed in Section 4.7, particularly in Section 4.7.2.  
ii. Women managers’ success factors; iii. Sex/gender and firm performance; iv. Discrimination and 
sexual harassment; v. Similarities and differences between women and men as managers: the 
remaining groups of studies within this strand comprise relatively few studies. Almost all of them concern 
advanced economies, except two studies concerning similarities and differences between men as women 
as managers. In addition, practically all of these studies resource to quantitative methodologies, except for 
two studies in the strand that analyses women managers’ success factors. These studies are critically 
analysed in Section 4.7.2. 
4.6 Characteristics and Gendered Aspects of Tourism Employment  
In this section, the characteristics of tourism employment are analysed with a gender lens. Although it is 
often argued that tourism is an important job-generator, particularly for women, tourism jobs frequently 
have hard working conditions, and are poorly recognised. Moreover, tourism employment is gendered and 
it may reinforce gender inequalities, although it may also offer opportunities for women’s empowerment. 
4.6.1 Tourism: an important job-generator, particularly for women 
Tourism seems to be a very important industry for women, since their presence in the tourism field is 
higher than in the workforce in general (Hemmati, 2000; Obadić & Marić, 2009; WTTC, 2013). In many 
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countries, tourism is a female-dominated sector (Aguilar & Vargas; Amaro, 2007; Costa et al., 2011; NDP 
Gender Equality Unit, 2003; Parrett, s.d.; UNWTO, 2011).  
Moreover, tourism is an important job creator and it has been regarded by some as a strategic sector to 
integrate marginalised or underprivileged individuals into the mainstream economy (de Kadt cited in 
Kinnaird & Hall, 1996). Therefore tourism is often pointed out as a sector that has the capacity to empower 
women, and its benefits for women are frequently mentioned in the literature on women and tourism 
(UNWTO, 2011; WTTC, 2013): 
 Wide employment multiplier-effect; 
 Low barriers to employing women and minorities than other sectors; 
 Income-generating opportunities and home-grown entrepreneurship in areas such as handicrafts, 
tour guiding or food products; 
 Opportunities for part-time and shift work that can be conciliated with household responsibilities. 
However, some authors are over-optimistic about the potential of tourism for the integration of women in 
the economy. For example, Obadić and Marić (2009) praised tourism as ‘an ideal job creator for women to 
accommodate paid work around their traditional gender roles and responsibilities’ (p. 94). Gentry (2007) 
also praised tourism because it allows women to use stereotypes regarding typically female work, namely 
household tasks, to open their own guesthouses and restaurants. 
For them, the fact that many tourism jobs only require basic and highly transferrable skills enables women 
to easily move in and out of the sector and thus accommodate their traditional responsibilities with paid 
work. Such arguments fail to acknowledge that this type of work reinforces traditional inequalities and the 
subaltern role of women. While tourism might offer opportunities for women’s empowerment, women are 
still not as well represented at the professional and managerial levels as men, nor are they being paid as 
much as men (Costa et al., 2011; Santos & Varejão, 2007; UNWTO, 2011). The claim that tourism is 
beneficial for women because it offers part-time work opportunities that can be conciliated with household 
responsibilities is problematic. In fact, this argument does not challenge and even reinforces ideas about 
women and domesticity. Even in tourism areas where women fare comparatively better than in other 
sectors of the economy, they still lag far behind men (UNWTO, 2011). 
While in some geographical areas and subsectors tourism employment is attractive, has a high-status 
working environment and offers competitive pay, these working conditions are not the rule (Baum, 1995). 
While formal and informal employment in tourism can help poor women to break the poverty cycle and 
provide opportunities to women who would otherwise be unemployed, it can also reinforce existing 
economic and gender inequalities (UNWTO, 2011). In fact, working in a place considered a paradise by 
outsiders might not be as idyllic as it seems.  
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4.6.2 Tourism: a gendered sector with hard working conditions 
Regarding tourism employment as a panacea or a ‘quick fix’ for employment problems is a way of 
overlooking the nature and conditions of the jobs generated. This might contribute to the reinforcement of 
inequalities and the reproduction of social stratification (Jordan, 1997; Kinnaird & Hall, 1996; Yukari & 
Kato, 2008), while reflecting stereotyped sexist and racist social ideologies (de Kadt cited in Kinnaird & 
Hall, 1996). Tourism generates gendered patterns of employment. Several authors describe, tourism 
employment as a pyramid with a large number of women at the bottom (Hemmati, 2000; Richter, 1995), 
who carry out the jobs with lowest status that are the most undesirable (Adib & Guerrier, 2003; Mooney & 
Ryan, 2009). 
Tourism tends to provide low pay, low status and low skill jobs in typically female occupations, offering 
little opportunities for vertical mobility (Hemmati, 2000; Parrett, n.d.). Tourism jobs also tend to be 
precarious and to demand work outside ‘normal’ working hours, such as holidays, nights and weekends, 
or imply shift work, which usually poses further problems to workers with children who have to balance 
their work and family lives (Costa et al., 2011; Nickson, 2007; O’Leary & Deegan, 2005; Parrett, s.d.; 
Ramb, 2008). The overrepresentation of women and ethnic minorities in low-level positions and the 
concentration of men in higher status and better paid jobs points to the lack of equal opportunities policies 
in the sector. Nickson (2007) pointed out the existence of further issues in human resources management 
in tourism: poor or non-existent career structures; use of casual and seasonal employment; lack of trade 
union presence; high labour turnover and difficulties in the retention of employees; over reliance on 
informal recruitment methods; and the lack of examples of good practices in human resources 
management. Human resources management in tourism is directed to short-term responses, while more 
long-term areas such as development and career progression are not addressed.  
Despite the undervaluation of many of the jobs in the tourism field, they are highly demanding and 
stressful. The tradition of 24-hour, seven-day week service to the customer is entrenched in the tourism 
industry (Mooney & Ryan, 2009). It is usually required from workers that they transfer their skills between 
a broad range of tasks or even establishments (Nickson, 2007). Moreover, tourism jobs are gendered and 
segregated both vertically and horizontally, and women have lower salaries than men on average. It is 
also an industry where discrimination and harassment seem to be widespread (Woods & Kavanaugh, 
1994). All these aspects are analysed in greater detail in the next sections. 
4.6.3 Low level education, low skills, low status, short-termism and ad-hocism 
Tourism workers tend to have low levels of education (Purcell, 1997; Santos & Varejão, 2007). According 
to Yukari and Kato (2008), the restaurant and accommodation sectors are among those in which women 
have the lowest levels of education in the overall economy. Occupations also tend to be unskilled and 
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feminised (Nickson, 2007; Yukari & Kato, 2008), and employment contracts are often short-term, informal 
or non-existent (Parrett, s.d.).  
Moreover, tourism jobs tend to have low status and often only demand few qualifications. Most jobs 
created are dead-end jobs and only offer few chances for vertical mobility (Hemmati, 2000; Parrett, s.d.; 
Purcell, 1997). There is a marked bifurcation between ‘jobs’ and ‘careers’ in the tourism sector, to the point 
of some supervisory and management positions being at the ‘job’ rather than ‘career’ end of the spectrum 
in terms of pay, security and career development possibilities, despite involving managerial job titles and 
responsibilities, as for example in fast food outlets and smaller catering establishments (Purcell, 1997). 
Other studies also concluded that there is a lack of formal training opportunities and/or mentoring in 
tourism companies, which might lead to skill gaps, less productivity and over-burdening of junior staff 
members (Parrett, s.d.).  
Despite tourism jobs being demanding, they tend to have poor working conditions, and ‘ad-hocism’ 
prevails. High demands coupled with poor labour conditions, as well as ‘short-termism’ and ‘ad-hocism’ in 
human resource management lead to high levels of labour turnover in the sector (Nickson, 2007). Nickson 
(2007) and O’Leary and Deegan (2005) report difficulties in the recruitment and retention of employees. 
Watson (2008) also concluded that the ad hoc informal approach to human resource development in the 
hotel sector constitutes a barrier to management development. 
The informality in employee management, recruitment and promotion methods in the sector is widespread 
and employers often fail to recognise it as a problem (Jordan, 1997; Watson, 2008). Jordan (1997) 
interviewed several tourism managers and concluded that the majority believed that gender equality was 
embodied in their companies and that written equal opportunity policies were useless. However, it was 
precisely in these companies that vertical segregation was most visible.  
4.6.4 Part-time and seasonal jobs 
Tourism is also characterised by offering many part-time jobs, which are mostly filled by women (Nickson, 
2007; Obadić & Marić, 2009). Even though part-time jobs have the advantage of promoting a better work-
life balance, they also entail considerable disadvantages and particularly poor conditions of employment, 
namely: less chances for career advancement; less opportunities for training; lower hourly remuneration; 
and less protection in case of unemployment (Casaca, 2010; Daune-Richard, 1998; Fagan & O'Reilly, 
1998; Hemmati, 2000; Parrett, s.d.; Sinclair, 1997b).  
The seasonality of tourism demand is also reflected in the kinds of job that are generated, since many of 
them are seasonal. Women are more likely to take up such jobs. However, most women need a regular 
income all year. In fact, part-time, short-term, seasonal and casual work limits employees’ prospects of 
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building a long-term career, and provides them with less employment rights (Hemmati, 2000; Purcell, 
1997). 
Bird et al. (2002), who analysed flexibility within hotel front offices, could not conclude that the female 
employees interviewed by them were discriminated against as a result of ‘exclusion’ from the ‘core’ 
workforce. There seemed to be no overt disadvantaging of peripheral employees in aspects such as job 
description, level of responsibility, and there seemed to be no difference in training opportunities between 
male and female employees in these positions. Furthermore, the men in this study were more likely to be 
involved in strategies of casual employment, compared to women. However, the study suggested that 
employers were exploiting employees by offering flexible working arrangements in return for an abundant 
supply of cheap labour, namely from workers whose responsibilities outside of the workplace left them in a 
weak bargaining position. While the fact that the majority of employees were under 30 years of age 
suggests the existence of supportive arrangements to balance work and family lives (e.g. part-time or 
temporary work), the low percentage of employees remaining beyond 30 years of age implies that 
employees were not staying in the long term. Therefore, this research sustains the notion that there are 
disadvantaged female career paths. 
4.6.5 Gendered segregation in employment 
Cave and Kilic (2010) concluded that there is a sharp horizontal and vertical segregation in tourism 
employment, underpinned by strong sociocultural barriers and traditional gender roles. Therefore, the 
typical ‘gender pyramid’ is present in the tourism sector. 
Horizontally, women and men have different occupations. Whereas many women are receptionists, 
waitresses, room attendants, cleaners or travel agency sales persons, more men are employed as 
barmen, porters, gardeners or maintenance staff (Parrett, s.d.). Kinnaird and Hall (1996) emphasised that 
there is a tendency for women to be segregated to areas regarded as less skilled and less valuable to the 
economy, which are as a consequence less well remunerated, besides having less employment-related 
benefits (Parrett, s.d.). Richter (2005) concluded in a previous study that despite cooking being a 
historically female task, it becomes ‘an overwhelmingly male niche’ (p. 429) in fancy restaurants where 
salaries and tips are higher, while female cooks and waitresses are more likely to be employed in the 
lowest paid parts of the food sector. 
Despite growing levels of education, female graduates seem to have more difficulties than men do in 
finding suitable jobs and reaching leadership positions, besides earning lower salaries. Despite the 
increase in women’s participation in tourism higher education, a proportional increase in women’s 
presence in top-level positions has not been observed (Costa et al., 2012a; Zhong & Couch, 2007). 
Therefore, vertically, women, particularly women of colour (Zhong & Couch, 2007), tend to fill lower levels 
in tourism occupations which are less skilled and are less financially rewarding, while men are over-
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represented in key managerial positions (Costa et al., 2011; Costa et al., 2012a; Jordan, 1997; Parrett, 
s.d.). Some studies reported that only a small minority of female managers in tourism is able to reach the 
top (Parrett, s.d.). Therefore, female tourism workers are more likely than their male counterparts to be 
found in low-paid, low-qualified and low-status jobs (Hemmati, 2000; Jordan, 1997; Kinnaird & Hall, 1996; 
Parrett, s.d.; Santos & Varejão, 2007). Woods and Viehland (2000) referred to this phenomenon as a 
marginalisation to ‘pink ghetto’ jobs. 
Several studies mention how segregated the tourism labour market is in a number of countries, such as 
Australia (Knox, 2008), Portugal (Costa et al., 2011; Santos & Varejão, 2007), Spain (Campos-Soria et al., 
2011) and even Sweden (Wahl & Holgersson, 2003). Burrell, Manfredi, Rollin, Price, and Stead (1997) 
carried out a cross-national study in order to compare women’s employment patterns in hospitality in four 
different countries: France, Spain, Italy and the UK. The authors found out that employment is segregated 
along gender lines. While cleaning and reception in hotels are female-dominated jobs, bar jobs are mostly 
performed by men, except in Italy, where they are more gender-mixed. There is not a clear pattern among 
countries concerning the distribution of women and men in the kitchen, but men are more likely to cook 
while women do the cleaning or washing up. Men prevail in management and supervision in all the 
countries under analysis except the UK, which could be a result of women’s prevalence in hospitality 
management degrees. 
Campos-Soria et al. (2011) analysed patterns of occupational segregation by gender in the hospitality 
industry in Andalusia, Spain. They found out that women prevail in cleaning and customer service jobs, as 
well as in jobs with less responsibility in the area of administration, while men prevail in maintenance and 
high-responsibility jobs, namely in administration and the kitchen. Segregation is more common among 
older workers and in larger establishments, as well as among part-time and seasonal workers. In contrast, 
it decreases with the level of education. The authors also concluded that whereas horizontal and vertical 
segregation are similar in restaurants, horizontal segregation is more noticeable than vertical segregation 
in hotels. In Andalusia, vertical segregation declines with the size of the establishment, while horizontal 
segregation increases. 
Yukari and Kato (2008) analysed the Brazilian tourism labour market and concluded that the hotel and 
travel agency sectors are not significantly feminised, since the proportion of female workers is only slightly 
higher than that of men. However, women tend to fill the least qualified and worst paid positions. 
Jordan (1997) concluded that informal recruitment systems, allegedly based on meritocracy, reproduce 
segregation. Internal vacancies for superior or line management are not usually advertised and the ones 
selected for promotion, instead of being interviewed, are approached directly by line managers and offered 
the position. The criteria tend to be related to a person’s character and ability demonstrated in the current 
role. One of the female managers interviewed stated that tourism ‘is still a male-dominated industry. It isn’t 
women who stop; it is still men who assess potential, and that’s why women don’t get as far as they could’ 
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(Jordan, 1997, p. 530). The absence of specific targets or formal procedures allow for the reproduction of 
the existing management profile through ‘organisational inertia’. The author concluded that the 
implementation of equal opportunity policies, as well as the existence of an open, objective and 
documented system of internal recruitment, could provide a means of resistance to the reproduction of 
such segregation.  
Since tourism companies have male-dominated management profiles, which offer less chances for female 
career development, many women who perceive the existence of such a structure are less committed to 
the company and see it merely as a ‘stepping stone’, because they feel that they have no opportunities for 
career progression (Jordan, 1997, p. 531). Other studies found out that many ambitious women chose to 
become entrepreneurs, instead of pursuing management careers within companies, due to the perceived 
male-dominated structure of tourism firms (Central Statistical Office cited in Jordan, 1997).  
4.6.6 The gender pay gap in tourism 
Previous research reported a remarkable difference in the salaries obtained by men and women in the 
tourism industry. In Brazil, Yukari and Kato (2008) concluded that women’s salaries across several tourism 
subsectors are systematically equal or lower than men’s are. Burgess (2000) concluded that female 
hospitality financial managers earn less than their male counterparts do, on average. These differences 
are in part explainable by the type of hotel in which men and women work, since men are more 
concentrated in higher status hotels, both in terms of size and star rating. Still, women tend to be 
concentrated in the lowest salary bands in all the types of hotel analysed (Burgess, 2000). 
The differential in rewards is a sign of the persistent obstacles to equal opportunities. This pay gap is 
further reinforced by differences in fringe benefits that men and women are entitled to, e.g. company cars, 
free or subsidised meals, low cost housing, private health insurance, company share ownership schemes 
and product discounts (Purcell, 1997). Brownell (1994b) found out that there is a ‘strong perception' 
amongst women in the hospitality industry that salary discrepancies are common, and that these widen at 
the higher levels.  
Some authors pointed out that women expect lower salaries than men, and that a certain salary is more 
likely to be considered ‘fair’ by a female than by a male manager, and thus women are more likely to be 
offered and accept lower salary levels than men (Rutte and Messick, 1996, as cited in Burgess, 2000; 
Iverson, 2000). Costa et al. (2012a) also concluded that female tourism students in Portugal expect lower 
salaries than their male counterparts do. Still, the real gender gap in salaries is even wider than the 
gender gap in expectations. McKercher et al. (1995) analysed the early career progress of recent 
graduates in Australia, pointing out that it is only three or four years after graduation that women begin to 
earn relatively less than men. 
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Sparrowe and Iverson (1999) concluded that the gender pay gap persists in the US hospitality industry, 
even after some variables are controlled for (e.g. education, workforce participation, and occupational 
crowding11), which is suggestive of pay discrimination. Skalpe (2007) concluded that female CEOs are 
wage discriminated in Norwegian tourism and manufacturing firms, using ordinary least squares (OLS). 
Although the tourism sector provides women with more opportunities to reach the top, the gender pay gap 
is wider in this sector, since women are employed in smaller companies that offer less pay. 
Thrane (2008) used Mincer’s regression model to explain the salary of individuals, namely to study how 
these are affected by education, work-experience and socio-demographic variables, such as parenthood 
and marriage. Male tourism employees in Norway earn 20% more than their female counterparts, ceteris 
paribus. Moreover, both parenthood and marriage affect wages, but their effects differ for male and female 
employees. The presence of children in the families has a positive association with men’s salaries, but a 
negative association with women’s.  
Bañuls and Rodríguez (2005) and Bañuls and Casado-Díaz (2010) also used Mincer’s regression model 
to examine the increase in salary associated with an additional year of study. Both studies concluded that 
returns to education are higher for men than for women in the Spanish tourism sector. Other conclusions 
from these two studies are that the gap in returns to education between young male workers (7.7%) and 
young female workers (1.9%) is particularly remarkable (Bañuls & Casado-Díaz, 2010), and that education 
is less valued in the tourism sector than in other service sectors (Bañuls & Rodríguez, 2005). Pozo, Mera, 
and Ollero (2011) analysed the returns on human capital in the Spanish hotel and travel agency industries. 
They concluded that the rates of return on human capital are lower in these industries for most 
occupations than in the private services sector. However, Barros and Santos (2007) concluded that the 
rate of return to education was higher for Portuguese tourism managers than for the average population. 
Being male and a foreign manager also had a positive impact on earnings, whereas the number of 
employees in the hotel and its regional location did not affect levels of return.  
Campos-Soria et al. (2009), García-Pozo et al. (2012), Muñoz-Bullón (2009) and Santos and Varejão 
(2007) used the Oaxaca-Blinder decomposition of the gender wage gap on matched employer-employee 
data sets from Spain and Portugal, respectively. Santos and Varejão (2007) attributed 55% of the pay gap 
to discrimination and Campos-Soria et al. (2009) attributed between 76.6% and 77.8%, while Muñoz-
Bullón (2009) only attributed 12% of the pay gap to discrimination. Both Santos and Varejão (2007) and 
Muñoz-Bullón (2009) observed that the part of the pay gap that cannot be attributed to explainable 
characteristics is lower in the tourism sector than in the overall economy in Portugal and in Spain. 
However, they concluded that tourism is a low-pay industry, and that it is minimum wage legislation that is 
protecting low-wage earners, particularly women. Other conclusions are that industrial12 and vertical 
                                                          
11 ‘Crowding is a phenomenon that occurs when women are placed in lower paying pink-collar positions typically held by women 
and men are placed in higher paying jobs historically held by men’ (Sparrowe & Iverson, 1999, p. 7). 
12 Campos-Soria et al. (2009, p. 854) the industrial segregation variable is constructed as ‘the percentage of women employed in 
the sector each individual works in, distinguishing between accommodation and restaurants’. 
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segregation increase the gender pay gap, while horizontal and category segregation13 help to diminish it 
(Campos-Soria et al., 2009). García-Pozo et al. (2012) also concluded that there are pay differences by 
sex in all the Spanish regions. 
All these studies have shown the pervasiveness of gender inequalities in earnings between men and 
women, how persistent this obstacle still is nowadays, and how the pay gap is more the result of 
segregation and discrimination, than of human capital differences. 
4.6.7 The exploitation of femininity: ‘feminine’ skills, sexual attractiveness, sex-
typed occupations and ‘emotional labour’ 
The tourism sector tends to exploit perceived ‘feminine’ characteristics and domestic skills, thus 
segregating women into areas that commercialise and exploit these characteristics. Gender is frequently 
part of the work (Veijola, 2009). According to Marshment (1997), beauty is used not only as a source of 
sexualised pleasure, but women ‘of colour’ are also used ‘to aestheticize and tame the “other” as the 
object of the tourist gaze’ (p. 30). The study of this author supports the view that women are not usually 
commoditised as sexual objects in British holiday brochures, but there are aestheticized images of women 
evoking feelings of friendliness, safety and non-sexual pleasure. 
‘Aesthetic labour’ is implied in many tourism jobs, i.e. workers are expected to contribute to the employers' 
profits through their appearance and bodily self-representation (Walkowitz, 2011). Service delivery in the 
tourism sector very often requires workers to display their gender as part of their tasks and duties (Hall, 
1993). A somewhat extreme example of this is the restaurant chain Hooters, which is considered a 
successful business case in its use of young women in skimpy clothes to attract customers (Nickson, 
2007). 
In addition, in the tourism industry, there is a history of personal relationships and ‘personality’ being more 
important criteria than formal qualifications or collective agreements (Purcell, 1997). However, what is 
meant by ‘personality’ is very often sexual attractiveness or attributes and tacit skills that are gender-
specific (Filby, 1992). According to Purcell (1997): 
If managers believe that men and women have different attributes, orientations and potential, then what 
they mean by ‘the right personality for the job’ will almost certainly have implicit gendered sub-texts, 
whether they are looking for a bookmaker’s clerk, a receptionist or a senior manager. (p. 43) 
Moreover, tourism workers are constantly expected to display certain emotions as part of their job, 
particularly front-line employees, from whom it is demanded to ‘constantly be in a positive, joyful and even 
playful mood’ (Burns, 1997, p. 240). Hochschild coined the term ‘emotional labour’ to refer to this 
                                                          
13 According to Campos-Soria et al. (2009, p. 855) the category segregation variable ‘represents the percentage of women 
working in the category assigned to the hotel or restaurant [i.e. number of stars/forks] where the individual works’. 
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‘management of feeling to create a publicly observable facial and bodily display’ (Hochschild, 1983, p. 7). 
For Purcell (1997), emotional labour is about controlling one’s emotional responses and manipulating 
clients’ emotional well-being. Some employers believe that women are more patient (Jordan, 1997) and 
better at ‘emotional labour’, besides being natural carers (Jordan, 1997), more social and hospitable than 
men (Richter, 2005), and ‘mums’ socially (Purcell, 1997). Therefore, they are perceived as more suited for 
‘frontline’ positions in the tourism sector (Richter, 2005).  
‘Quintessentially sex-typed women’s work’, such as cooking, serving and caring for others, is also thought 
to require tacit skills that reflect ‘inherent aptitudes’ possessed by most women (Purcell, 1997, p. 41). 
However, such sex-typed occupations (e.g. cleaning, cooking…) tend to be less valued and rewarded 
(Amaro, 2007; Commission of the European Communities, 2006; Purcell, 1997; Véras, 2009). If most of 
hotel work is thought of as female and domestic, and the tasks with lowest status and remuneration are 
relegated to women, this contributes to the perpetuation of traditional gender roles and inequalities 
(Marco, 2012). 
Nonetheless, employers justify that women are attracted to tourism jobs because of the glamorous image 
of the industry. However, one head of personnel interviewed by Jordan (1997) contended that this 
happens because women are more likely to accept low pay and the precarious working conditions offered 
by the industry.  
Tourism bases itself on image to create fantasy; therefore, attractive young female workers are recruited, 
so that they contribute to the perpetuation of the glamorous image of the industry, and thus to enhanced 
income generation (Jordan, 1997). For Urry (1990), the visual presentation of service workers is part of the 
service itself. Hearn (2011) highlighted how bar work can be ‘sexual work’ (not the same as 'sex work'), 
because in some cases sexuality is the work. 
This type of stereotyping contributes to the reinforcement of gender power relations that can be potentially 
damaging (Adkins, 1991). Lisa Adkins (1991) analysed how the interplay between sexuality and tourism 
employment contributes to the constitution of gender in the tourism sector, as well as to stereotyping and 
the formation of potentially harmful power relations. Gendered employment relations produce compulsory 
heterosexuality for women, because becoming employees implies participation in male-initiated and male-
dominated heterosexual interactions.  
In some traditional female jobs, such as bar work, sexual harassment may have been normalised and is 
regarded as something to be expected (Hearn, 2011). Sexual harassment and sexual exploitation of 
women are frequently a problem in tourism businesses (Adkins, 1991). This is aggravated by traditions, 
the nature of hospitality work, hierarchical structures, the characteristics of front line workers (i.e. usually 
young and attractive women, with low status and lack of power), as well as by the strong emphasis that is 
put on meeting the needs of customers who often have a reduced sense of responsibility (Poulston, 2008). 
Although Poulston’s study suggested that there is a fine line between harassment and enjoyment for many 
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workers, some of the employees interviewed complained about their inability to defend themselves against 
unwanted behaviour. The study also concluded that the risk of harassment seems to be higher in small 
food and beverage establishments. Harassment was less common in large and well-organised 
establishments, where workers were more likely to receive formal training, and codes of ethics were more 
widespread. 
Gilbert et al. (1998) also considered problematic that staff is encouraged to ‘flirt’ and sell ‘sexuality’ as a 
job requirement. These authors analysed how personnel directors in the hospitality industry viewed sexual 
harassment. Although 80% of personnel directors inquired considered that sexual harassment was a 
major issue, they seemed to consider as acceptable and harmless behaviours that may be viewed as 
offensive by staff, e.g. sexual teasing and jokes. 
Female employees in tourism and hospitality companies may have more pressure from their employers 
and supervisors to look attractive, and some are even encouraged to flirt in the interaction with customers 
(Hall, 1993). Hall (1993) identified three scripts of good service for waitresses and waiters: friendliness, 
deference and flirting. Waitresses were considered friendlier than waiters and they openly displayed 
cheerfulness in low-prestige restaurants. It was also more difficult for them than for men in high-prestige 
restaurants to resist subservience.  
Sexuality is thus commoditised and sold as part of the tourism product: 
Managers require female employees to dress in a stereotypically feminine fashion and to respond positively 
to sexual innuendos as part of their interaction with male consumers. Thus, gendered and sexualized 
modes of behaviour and appearance are often demanded and supplied as part of tourism transactions. 
(Sinclair, 1997b, p. 5). 
Purcell (1997) pointed out that despite the exploitation that women in these jobs might be subjected to, 
economically undervalued women might derive value and pleasure from the sex-typed appreciation of 
bosses and clients, and prefer that type of work to a gender-neutral work. However, Poulston (2008) 
argued that tourism employees’ high tolerance of behaviours that others consider harassment strengthens 
customers’ inappropriate behaviours. 
Scott (1995, 1997) proposed an intersectional perspective on how sexuality determined women’s labour 
supply in the accommodation sector in Northern Cyprus, as well as shaped different gender roles for 
women of different races. Migrant women were primarily employed in those occupations that were 
considered ‘unsuitable’ for local women (e.g. work in casinos), because they were confronted with different 
expectations concerning their roles in society. Such racial divisions reinforced traditional gender norms in 
Cyprus, but they simultaneously made it easier for Turkish Cypriot women to enter other types of tourism 
employment from which they had traditionally been excluded, e.g. in large hotels. Meanwhile, patriarchal 
relations prevailed in family-based guesthouses, with men carrying out social and business contacts, and 
women performing tasks such as cleaning and cooking. However, large hotels provided women with more 
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alternatives of employment, even if some occupations were still not considered appropriate for Turkish 
Cypriot women.  
4.6.8 Determinants of gendered recruitment and employment 
It was analysed in the previous section how tourism exploits femininity. One could ask whether tourism is 
a ‘female’ sector because employers specifically look for women for certain jobs, or simply because 
women are more likely to accept the precarious and low-paid jobs offered in the sector. Is it gender or 
capitalism that determine tourism jobs?  
Purcell (1997) provides an interesting analysis of this issue. She identified three distinct determinants of 
gendered recruitment, work and employment within the tourism industry: i) employers’ economic rationality 
(contingently gendered jobs); ii) significance of sexuality in gendered demand for labour (sex-typed jobs); 
and iii) persistence of patriarchal relations and ideology (patriarchally prescribed jobs). These 
determinants are a result of complex pressures exerted by capitalism and gender relations. However, as 
highlighted by Purcell (1997), ‘the relationships between capitalism and sexuality and between patriarchy 
and sexuality are complex, in that pleasure and exploitation may be two sides of the same coin’ (p. 51).  
Contingently gendered jobs are those for which labour demand is gender neutral and employers only 
specifically require low wage labour. Since women supply much of the low wage workforce, they end up 
filling most of these positions.  
Sex-typed occupations require workers with gendered attributes, and imply that workers behave according 
to gender appropriate codes of conduct, often involving sexualised behaviour. Adkins (1995) observed that 
requirements for recruitment were different according to whether a men or a woman was preferred to fill in 
a certain position. For instance, attractiveness was a criterion for recruitment for all the typically female 
interactive service jobs. Hochschild (1983) mentioned that potential air stewardesses also have to conform 
to certain standards concerning physical appearance. Pringle (cited in Purcell, 1997) noted that employers 
specifically seek to reinforce male confidence and sexual identity when they choose attractive women to 
fill in certain jobs. Female sexuality is an ingredient used.  
Patriarchally prescribed occupations, the last category of determinants, require women’s labour in 
conjunction with that of the male partner, despite the contract only being made with the male partner. 
Purcell illustrated this well with the study of Adkins (1995), which highlighted the situation of the women 
employed as ‘unpaid family workers’. The author noted that such practices were not confined to small 
businesses (e.g. cafés and guesthouses). Even larger organisations in the hotel, restaurant and licensed 
trade industries advertised for ‘couples’ and ‘managers with spouse to assist’ (Purcell, 1997). Although the 
contracts were operated exclusively between the husbands and the companies, work was required from 
both partners. Thus, the dependent situation of women was maintained and even reinforced, since they 
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had their labour not only controlled by their husbands, but they also depended on them for their 
subsistence (Purcell, 1997). Hence, ‘male labour is often not only underpinned, to a greater or lesser 
extent, by the unpaid labour of wives’, but is also ‘assumed, by employers, as an inherent part of the male 
contribution’ (Purcell, 1997, p. 47). 
To sum up, it seems that both gender and capitalism affect jobs generated in the tourism sector, 
interacting and bolstering each other. 
4.6.9 Work & Tourism: exploitation vs. empowerment  
Bearing in mind all the paradoxical aspects of tourism labour, one could ask the question of whether it 
empowers women or not. Several studies have recognised that tourism brings economic benefits to 
women, but they have also stressed that these are not accompanied by a redress of gender roles and 
gender power relations. Therefore, it is important that analyses of gender issues in tourism move beyond 
the analysis of mere ‘economic empowerment’ to include wider-reaching changes in the society and 
gender power relations (Ferguson, 2009; Ferguson, 2010; Ferguson, 2011a). Many authors have claimed 
that while some women have benefited from their involvement in tourism employment, it has contributed 
little to redress deeper inequalities based around gender, ethnicity and nationality, and in some cases it 
has even reinforced the traditional division of labour (Cukier et al., 1996; Cukier & Wall, 1995; Ferguson, 
2010; Garcia-Ramon et al., 1995; Long & Kindon, 1997; Renzi, 2009; Swain, 1993; Tran & Walter, 2014; 
UNWTO, 2011; Wilkinson & Pratiwi, 1995; Wilson et al., 2012). In some cases, involvement in tourism has 
produced different outcomes for different groups of women: while some women have taken advantage of 
tourism, inequalities have been intensified for other women (Ferguson, 2011b; Vandegrift, 2008). The 
relation of gender and tourism is multidimensional and dynamic, particularly when it intersects with 
ethnicity and sexuality (Wilson & Ypeij, 2012). If it is true that women in general tend to be disadvantaged 
in the tourism labour market, this disadvantage is increased for certain groups of women, e.g. lower class 
or non-white women (Vandegrift, 2008). Thus, the linking between gender, class, race and nationality is 
likely to exacerbate women’s difficulties due to such mechanisms as imperialism, capitalism and patriarchy 
(Swain, 1993). However, some studies have implied that involvement in tourism activity has empowered 
women within the household (Busby & Rendle, 2000; Chant, 1997; Gentry, 2007; Ishii, 2012; Morais et al., 
2005), and has also led them to assume new roles in the economy and in the society (Hull & Milne, 1998; 
Pratiwi, 1994).  
On the one hand, tourism labour demand takes into account prevailing gender norms, which can reinforce 
gender segregation of labour along sex-segregated lines (Sinclair, 1997b; Swain, 1995). The exploitation 
through tourism can take different forms, such as poor wages, precarious or dangerous working 
conditions, sexual harassment, prostitution, slavery and human trafficking. Moreover, tourism can 
contribute to perpetuate the ‘invisibility’ of women’s work, instead of professionalising it (Garcia-Ramon et 
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al., 1995), particularly given that a substantial amount of women may be ‘contributing family workers’ 
(Purcell, 1997; UNWTO, 2011). In addition, Parrett (s.d.) found out that although employers believed that 
women were more hard-working, better at team-work, less competitive and more endowed with people 
skills, women with young children were nonetheless discouraged from applying to certain positions by 
some employers. Many studies have also reported the commodification and exploitation of women through 
sex tourism, and how tourists’ liminal experiences are women’s daily realities (Clancy, 2002; Muroi & 
Sasaki, 1997; Ryan & Martin, 2001; Yea, 2005).  
On the other hand, tourism can promote changes because it enables the generation of new work and 
income opportunities, which can benefit women and disadvantaged groups, contributing to their 
empowerment (Kinnaird & Hall, 1996, 1994). It also enables the interaction of different value systems, 
which might change the perceptions of what appropriate labour is. Therefore, tourism offers possibilities to 
renegotiate gender definitions and the division of labour. According to Scheyvens (2002), tourism may 
subject women to exploitation, but it may also provide them with opportunities and lead to social changes 
regarding gender roles. Thus, women are not only ‘impacted upon’, but they may also respond to tourism.  
As underlined by Chant (1997), it is not only important to take into account gender and race inequalities in 
paid work, but also in household relations. While women’s earnings resulting from their participation in the 
tourism industry may have increased their status and control in decision-making at home, they have also 
implied a heavier workload for them, given that the traditional household structure has remained 
untouched. In Chant’s study, the income obtained by women was regarded as a supplement to their 
husbands’ breadwinner salary, and the dominant position of men within the household was not 
challenged. 
The outcomes of tourism for work divisions in the society vary both with and between societies. For this 
reason, there is no ‘unique solution’ applicable to all contexts. We could answer the question of whether 
tourism empowers women and disadvantaged groups or reinforces inequalities by citing Julie Scott 
(1997): 
Tourism, per se, does not bring about a fundamental change in gender and race definitions and the 
structuring of work. Indeed, it frequently reinforces existing structures and work divisions. Nonetheless, it 
provides an international context in which there is scope for change. (p. 232) 
4.7 Women as Managers in the Tourism Sector 
This section focuses on women as managers in the tourism sector. First, achievements in this field are 
identified, as well as the persisting hurdles. Impediments to women’s career progression are systematised 
and analysed. After that, an extensive and critical review of tourism literature on this topic is carried out, in 
order to identify the areas that still need to be investigated in greater depth. 
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4.7.1 Women in management in the tourism sector: some achievements but 
persisting hurdles to career advancement 
Despite the persisting vertical segregation, the number of women in management positions in tourism 
organisations has increased. Firstly, the growth of the sector has enabled more women to enter the 
industry. Secondly, stereotypes about women’s skills and characteristics have eroded further, even if they 
still remain as strong obstacles hindering gender equality (Marco, 2012). Thirdly, women are more highly 
qualified than men, and they are the majority of graduates in tourism studies. Women account for 72.8% of 
tourism graduates in Austria (Biehl & Kaske, 2006) and more than 50% in the United States (Zhong & 
Couch, 2007). Women are also the majority of graduates in Portugal (Costa, Caçador et al., 2013).  
In 2015, there were 1267 applicants placed in tourism (76%) and hotel management (24%) undergraduate 
degrees in Portugal14. Women accounted for 65% of placed applicants in these degrees: 66% in tourism 
and leisure degrees and 61% in hotel management degrees (Ministério da Educação e Ciência, 2015). 
This data suggest that women are the majority of those who are interested in a career in tourism. 
Women aspire to reach positions with significant management responsibility upon graduation (Costa et al., 
2012a; Umbreit & Diaz, 1994). Despite that, and the increase in importance of formal credentials and the 
potential of this to challenge gendered practices, several studies have shown that highly qualified women 
are still less likely to be recruited and promoted as staff with potential for senior management positions in 
the tourism industry, to find jobs that offer them intrinsic satisfaction and good career prospects, as well as 
‘professional’ salaries with matching fringe benefits (Costa et al., 2012a; Purcell, 1993; Purcell, 1997).  
According to Crompton and Anderson (1992), women would only move into better-paid and management 
jobs when the labour market started to give more recognition to qualifications as an entry route to 
management. More than twenty years later, recent studies have shown that this problem is still far from 
being solved in the tourism sector (Costa et al., 2011; Costa et al., 2012a).  
There is abundant evidence that women are still far from being well represented in the top echelons of the 
tourism industry (Cave & Kilic, 2010; Costa et al., 2011; Costa et al., 2012a; Hemmati, 2000; Jordan, 
1997; Kinnaird & Hall, 1996, 1994; Li & Leung, 2001; Maxwell, 1997; Parrett, s.d.). For example, Kattara 
(2005) concluded that the proportion of female managers in five-star hotels in Egypt is small, since they 
only represented 13.2% of all hotel managers, and most of them were not in positions that would lead 
them to general management positions. According to the Hospitality Training Foundation, in 1996 women 
represented only 8% of managers and 0.5% of executive directors, despite accounting for 47% of the 
tourism workforce (Maxwell, 1997). Jordan (1997) pointed out that even those women who reach the top 
are concentrated in typically female areas such as human resources, retail and marketing, while being 
underrepresented in other departments, such as finance. Empirical research has revealed a tendency that 
                                                          
14 Results from the first phase of applications to public higher education (university and polytechnic subsystems), 2015. 
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the greatest obstacles for women concern the step from middle to top management (Doherty, 2004; Li & 
Leung, 2001; Maxwell, 1997; Moore & Wen, 2009). For example, in Singapore only two females out of 77 
made it to the general manager position in the hotel sector (Li & Leung, 2001). In this context, it is 
important to analyse the barriers and constraints to women’s career development in the tourism industry. 
A number of explanations have been proposed in tourism literature for women’s underrepresentation in 
tourism management, particularly top-level management. The most frequently cited career obstacles in 
tourism gender research have been old-boy networks (Brownell, 1993b; Li & Leung, 2001; Mooney & 
Ryan, 2009), lack of mentor support (Brownell, 1993b; Kattara, 2005), work-family conflict (Boone et al., 
2013; Li & Leung, 2001; Moore & Wen, 2009), hiring practices and gender discrimination (Kattara, 2005; 
Mooney & Ryan, 2009; Moore & Wen, 2009; Ng & Pine, 2003), and the requirement for long working 
hours and geographical mobility (Doherty, 2004; Mooney & Ryan, 2009). These and other impediments, 
which have been mentioned in tourism literature, are briefly outlined in the following sections.  
4.7.1.1 Workplace barriers 
Workplace barriers can take many forms, namely overt discrimination and harassment, male exclusionary 
practices ingrained in corporate culture, and gendered organising processes (see Table 4.1). The most 
visible aspects are related with discrimination in recruitment, promotions and pay, and sexual harassment 
(Table 4.1-a). Kattara (2005) concluded that gender discrimination was one of the greatest obstacles to 
female hotel managers in Egypt. Ng and Pine (2003) also reached similar conclusions in relation to 
women hotel managers in Hong Kong. Male co-workers’ discriminatory attitudes have also been identified 
in other studies (Boone et al., 2013; Ng & Pine, 2003).  
Woods and Kavanaugh (1994) found out that ninety percent of women in the study saw gender 
discrimination and sexual harassment as ongoing workplace problems. Many more female than male 
managers agreed that most women in the hospitality industry had been subjected to sexual harassment at 
work. While women perceived discrimination mostly in relation to promotion and salaries, men’s 
perceptions were more widespread over various possibilities.  
In contrast, in Brownell (1993b) and Brownell (1994b), sexual harassment was not considered a major 
obstacle to women’s career advancement in the tourism sector. However, this does not mean that women 
did not consider sexual harassment as an important issue, but rather that they might not perceive it as a 
significant threat to career development. The female managers interviewed by Salvador (2012) did not feel 
discriminated against either, which they in part attributed to the fact that women prevail in tourism 
employment. Still, they observed situations when suppliers had discriminatory attitudes (Salvador, 2012). 
In Gregg and Johnson (1990), overt discrimination was not seen as a major obstacle to career 
advancement in hospitality. The authors concluded that differences between men and women’s 
perceptions of discrimination and its impact on women’s career growth were not significantly different.  
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In fact, literature on gender and tourism suggests that the main barriers to women’s career advancement 
in the tourism sector are neither overt discrimination nor sexual harassment, but other workplace barriers 
that are harder to pinpoint, because they are less visible. The existence of a male corporate culture (Table 
4.1-c) and the way work itself is organised (Table 4.1-b) seem to be the most important obstacles. 
In fact, the way jobs and working hours are constructed intrinsically requires long working hours (Acker, 
2006b; Mooney & Ryan, 2009). In Mooney and Ryan (2009), who interviewed women across various 
positions in a hotel company, the expectation of long hours was the most significant barrier for career 
advancement. Women’s attempts to reduce their working hours were not approved by their supervisors. 
Some women even considered whether one needed to be workaholic in order to succeed. Whereas 
women in more operational roles complained about the lack of possibilities for working shorter hours, 
women at more executive levels complained about the lack of flexibility, and about how it impaired their 
productivity. Telework was not an option, even in positions where it would be feasible. According to 
O’Leary and Deegan (2005), unsuitable working hours, along with poor remuneration, were the main 
explanation for the high dropout rates of highly qualified women from the tourism industry. Other aspects 
that impair women’s career progression identified in tourism literature are listed in Table 4.1-b. 
Male-coded value systems are ingrained in many organisation, and as a result great emphasis is placed 
on overwork, visibility, occupational achievement and commitment in the form of long hours (Blomme et 
al., 2010b; Doherty, 2004). Hotel general managers have to be ‘visible’, be physically present many hours 
and they are also demanded to engage in additional social activities, which affects their work-life balance 
(Mooney & Ryan, 2009).  
According to Guerrier (1986), the formal aspects of male exclusionary practice, e.g. long hours culture or 
the full-time career model, are reinforced by the informal aspects, which are related with informal old-boy 
networks. Old-boy networks and their entrenched interests were the most important barrier in several 
studies, e.g. Brownell (1993b). It is in these networks, more than in formal networks, that real power lies 
(Li & Leung, 2001). Women’s marginalisation from these informal networks means that they are not 
included in casual activities, such as Friday night’s drinking sessions, and that important career-related 
information is not passed to them (Brownell, 1993b).  
Women hotel managers in Singapore have lack of access to professional and old-boy networks. These 
women are even more restrained than their Western counterparts due to cultural values that make it 
harder for them to join events at private clubs or golf courses (Li & Leung, 2001). For Li and Leung (2001), 
‘cultural and societal sanctions’ (p. 194) are greater barriers than corporate practices, but one could also 
interpret that both are inextricably connected. In Mooney and Ryan (2009), women pointed out that 
although promotions were based on competence, one had to be aware of job opportunities or be 
suggested for promotion by managers, and they felt that old-boy networks preserved the status quo of 
men being suggested for promotions.  
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Female hotel managers in Egypt also felt that it was much easier for men to maintain strong relations with 
higher management, which provided them with more promotional opportunities. In fact, men were more 
likely than women to be recruited for line positions. Women felt that they received less mentor support 
than their male counterparts (Kattara, 2005). Several studies also mentioned that the lack of mentors, 
particularly female mentors, and the lack of female role models are a career barrier for women (Boone et 
al., 2013; Brownell, 1993b, 1994b; Ng & Pine, 2003) (Table 4.1-c). 
 
Table 4.1 Workplace barriers mentioned in the literature on women managers in the tourism sector 
Workplace barriers 
a) Overt discrimination, harassment c) Male corporate culture 
 Counterproductive behaviour of male co-
workers (Boone et al., 2013; Ng & Pine, 
2003); 
 Lack of equity in promotions (Ng & Pine, 
2003); 
 Sexual harassment (Ng & Pine, 2003; 
Nozar, 1990; Woods & Kavanaugh, 1994); 
 Job discrimination (Li & Leung, 2001); 
 Gender inequalities in payment (Brownell, 
1994b; Woods & Kavanaugh, 1994). 
 Social exclusion from informal networks of communication (old-
boy networks) (Boone et al., 2013; Brownell, 1994b; Li & 
Leung, 2001; Mooney & Ryan, 2009; Ng & Pine, 2003; Reis, 
2000); 
 Lack of opportunities to socialise with the top male managers 
(Kattara, 2005; Li & Leung, 2001);  
  ‘Long hours’ culture and ‘presenteeism’ (Doherty, 2004; 
Mooney & Ryan, 2009; Salvador, 2012); 
 Inhospitable corporate culture (Boone et al., 2013); 
 Male-coded value systems, e.g. overwork, visibility or 
occupational achievement (Blomme et al., 2010a). 
 
b) Organisation of work d) Tourism-specific characteristics 
 Inflexible working practices (Doherty, 
2004); 
 Hiring practices (Kattara, 2005; Mooney & 
Ryan, 2009); 
 Lack of career planning and planned job 
assignments (Boone et al., 2013); 
 Lack of support systems at work (Ng & 
Pine, 2003); 
 Lack of mentoring/coaching (Boone et al., 
2013; Brownell, 1994b; Ng & Pine, 2003), 
particularly lack of women mentors 
(Brownell, 1993b); 
 Lack of role models (Ng & Pine, 2003). 
 Obsolete HRM practices, particularly in smaller businesses 
(Jordan, 1997; Ng & Pine, 2003; Nickson, 2007); 
 Long work days, shift changes, irregular hours, overtime, on-
call time, non-weekend days off and a constant connection to 
work (Brownell, 1993b; Ng & Pine, 2003); 
 Emphasis on face time (Mulvaney et al., 2007) and constant 
availability (Cave & Kilic, 2010; Salvador, 2012); 
 Demand for constant travelling (Cave & Kilic, 2010; Li & Leung, 
2001; Salvador, 2012);  
 Demand for geographic mobility from many of those who want 
to advance in their careers, namely mobility to other countries 
(Kattara, 2005; Mooney & Ryan, 2009; O’Leary & Deegan, 
2005; ÖGB, 2006). 
 
Source: developed by the author 
 
The specific demands of the sector also require huge sacrifices in the personal lives of both female and 
male hotel managers (Table 4.1-d). Although most of the barriers detected in the tourism sector are the 
same as the barriers observed in other sectors of the economy, there seem to be some tourism-specific 
hurdles: organisational barriers, related not only with gender bias but also with outdated human resources 
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management (HRM) strategies in recruitment, promotion and career development; reinforcement of 
gendered stereotypes about positions that are suited for women and men; the demand for managers’ 
availability and physical presence; and the demand for constant travelling and, in some cases, for 
geographic mobility.  
Firstly, some studies have claimed HRM in the tourism sector is obsolete, particularly in smaller 
companies. The informality in recruitment and promotion is particularly widespread, and there is a lack of 
support systems at work (Jordan, 1997; Ng & Pine, 2003). HRM in tourism is only regarded as a tool for 
recruiting new workers, not for improving working conditions or career development of existing staff 
(Nickson, 2007). However, Doherty (2004) claimed that HRM in the hospitality industry is becoming 
increasingly professional. 
Secondly, it seems that tourism demands ‘typically female’ characteristics for front office and operational 
positions, while requiring ‘typically male’ characteristics for management positions. In fact, male-coded 
values seem to be deeply ingrained at the top of the hierarchy (Blomme et al., 2010a). These stereotypes 
of gendered work coupled with an informal recruitment system bolster discriminatory practices. 
Thirdly, the demand for availability is intensified due to the nature of the business. Cullen and McLaughlin 
(2006) defined 'presenteeism' as 'an overwhelming need to put in more hours or, at the very least, appear 
to be working very long hours’. In the tourism sector, the culture of ‘presenteeism’ is aggravated due to the 
nature of the industry: hotels are open at all times and travel businesses have to deal with clients or 
suppliers from different time zones. Hence, it seems vital that managers should be available for excessive 
long hours to deal with the complexities of running the business and to provide counselling and emotional 
support for staff. According to Cave and Kilic (2010), ‘in tourism, managers are married with their jobs, 
they work at least 12 hours a day’ (p. 288). These requirements for constant availability demand sacrifices 
in the personal lives of both male and female managers, and conflict with women’s traditional 
responsibilities.  
In Salvador (2012), the female managers interviewed also confessed that the demands in the hotels 
managed by them consumed their lives. Some reported being tired of the hospitality sector and some 
would even consider moving to a different company or even a completely different field. Besides the 
demands for long working hours, dedication and travelling, the interviewees also highlighted the 
complexities of interpersonal relationships as one of the biggest demands in the sector.  
A further obstacle is the demand for geographic mobility from many of those who want to advance in their 
careers, namely mobility to other countries (Kattara, 2005; Mooney & Ryan, 2009; O’Leary & Deegan, 
2005; ÖGB, 2006). Some studies reported that promotions may be associated with relocation to another 
country or city, which might not be possible for married women or women with children (Kattara, 2005; 
Mooney & Ryan, 2009). In Mooney and Ryan (2009), women considered that they had to move too 
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frequently in order to progress, and that it would be better if they could stay longer in each place instead of 
moving so frequently. 
4.7.1.2 Work-family conflict and ‘self-imposed’ barriers 
Several researchers have pinpointed work-family conflict as a strong impediment to women’s career 
progression in the tourism sector (Li & Leung, 2001; Moore & Wen, 2009; Salvador, 2012). In Salvador 
(2012), the women interviewed reported work-family conflict, since they spent more time at work than at 
home and there was a lack of work-family balance policies in their hotels. Salvador highlighted that women 
in Brazil can only work if they have a babysitter, due to the lack of state-subsidised childcare support. 
Therefore, the married women interviewed resourced to babysitters and housekeepers in order to be able 
to achieve a better balance. Childless women did not feel work-family conflict but they were very aware 
that this conflict exists for women with children. As a result, they decided to postpone the decision to have 
children to be able to cope with work commitments. Divorced women mentioned that work-family conflict 
was the cause or one of the causes for the end of their marriage. Women who had children reported 
feeling absent from family life.  
Female middle managers in Singapore reported work-family conflict as the main barrier to their career 
advancement in the hotel industry (Li & Leung, 2001). These women also pointed out the lack of family 
support as one of the greatest obstacles. Costa et al. (2012a) concluded that having children had a much 
greater impact on female graduates’ careers and choices than on male graduates’15.  
Mooney and Ryan (2009) pointed out that some women might not want to progress further in the hotel 
sector because of a lack of role models, or because they perceive it to be difficult to reconcile career and 
family. The female general managers interviewed by Maxwell (1997) considered that women’s 
underrepresentation at the top is a matter of a ‘lifestyle decision’, and that some women decide not to 
make that sacrifice. One of the interviewees mentioned that another reason might be that women do not 
usually have the same power and authority need as men. 
Boone et al. (2013) proposed that self-imposed barriers and personal priorities might have superseded 
traditional explanations for the lack of women at the top, which are centred on workplace barriers. The 
men and women surveyed emphasised self-imposed barriers over workplace barriers as the main 
obstacles to women’s advancement. The most important barriers were family and household 
responsibilities, as well as work-family balance holding a higher priority. Nevertheless, other significant 
conclusions could have been drawn, but they were not given emphasis by the authors throughout the 
                                                          
15 Comparing women with children with childless women, this study concluded that having children made women less willing to 
become entrepreneurs (decrease from 75.8% to 62.6%), while this tendency was attenuated for men (from 76.8% to 70.4%). The 
proportion of women who expressed the desire to hold leadership positions decreased from 76.7% for childless women to 67.2% 
for women with children. This tendency was reversed in the case of men, since those who desired to be in leadership increased 
from 79.3% to 90.9% when they had children (Costa et al., 2012a). 
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study. For example, it was observed that the male and female managers surveyed had similar priorities. It 
was also observed, as in other studies, that men placed more emphasis on self-imposed barriers as a 
greater obstacle for women (57%), while women themselves placed comparatively less importance on 
these barriers (51%). The opposite was observed in relation to workplace barriers, which women saw as 
more of a career barrier for women (48%) than men (39%). Moreover, both men and women in the study 
apparently strived to ‘have it all’, i.e. professional ambition and a family life. 
In fact, other studies have concluded that women view family issues as a less of a career barrier for 
women than men do. Zhong and Couch (2007) examined student’s perceptions of the factors that either 
favour or constrain women’s career progression. They concluded that women mention more equity-related 
obstacles (e.g. lack of equity in pay, old-boy networks and lack of equity in promotion decisions), while 
men mention more family-related obstacles (e.g. child care responsibilities, being a single parent) and 
inadequate job knowledge. 
Brownell (1994b) also concluded that women viewed family as a less of a barrier than their male 
counterparts did. Having a career had a greater impact on men’s personal lives than women’s, since male 
general managers rated personal sacrifice as more of a career obstacle than women did. This might be a 
consequence of most men being married and having to balance families and careers, while a much 
greater percentage of women had chosen a career over marriage. In fact, over a third of the female 
general managers interviewed were single, as compared to less than 7% of the men. Ng and Pine (2003) 
also concluded that male hotel managers in Hong Kong were much more likely to be married or living with 
a partner, as well as to have children, than their female counterparts. 
However, the old-boy network was the most significant obstacle to both women in middle management 
and general management. Yet, while work-family conflict was rated as the second most important obstacle 
by women in general management, female middle managers gave more emphasis to other obstacles, 
namely job characteristics and lack of mentors. However, it seems that the perception of gender 
differences with regard to pay widened as women reached senior management positions (Brownell, 
1994b). 
Mooney and Ryan (2009) highlighted that ‘genuine choice’ remains an illusion, since it is constrained by 
the visible and invisible barriers of an ‘inequality regime’ (Acker, 2006b). They analysed whether career 
barriers upon women are organisational and societal, or a result of women’s decision to choose a life 
and/or a family over a career. Their conclusion was that the concept of ‘choice’ should be critically 
analysed, as well as the ‘hegemonic belief that given gender equity, choice will follow’ (Mooney & Ryan, 
2009, p. 206). They considered that there are heightened expectations concerning work-life balance 
policies and their potential to overcome barriers for women in organisations. Such policies are often 
celebrated as a panacea, since they nurture the belief that gender equality has been achieved and that 
gender is not relevant anymore to explain workplace inequalities. Mooney and Ryan (2009) also explored 
the intersection of gender, age and time in life with career progression, and concluded that the perception 
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of glass ceiling barriers changes according to where women were in their career cycle. For example, 
moving offered career opportunities for women without children, and it was often necessary for gaining 
promotions. These women were independent and free to grab these opportunities, and they did not feel 
disadvantaged by this, because they were unencumbered. However, for women with children, this was 
‘prohibitively difficult’ (p. 202). 
4.7.1.3 Gender stereotyping, cultural differences and cultural differences in the perceptions 
of barriers 
Tourism literature on women in management has shown that gender stereotyping and cultural barriers are 
some of the reasons that constrain women from developing their careers. Women are stereotyped as 
being less motivated, less loyal and less committed to long-term careers (Brownell & Walsh, 2008; Li & 
Leung, 2001), as well as ‘weaker’ and less capable of dealing with high pressure situations (Marco, 2012). 
As a consequence of this stereotyping, several studies reported that women felt that they had to work 
harder than men in order to prove themselves (Brownell, 1993b; Gregg & Johnson, 1990; Kattara, 2005), 
since they have difficulties in establishing credibility (Ng & Pine, 2003). 
Some studies have analysed how gender stereotypes work differently as barriers outside the Western 
context. Li and Leung (2001) claimed that, in Singapore, it is particularly hard for women to get support 
and have their work valued by their husbands and in-laws. It is particularly challenging to deal with the ego 
of a spouse, since women’s careers are secondary to their husbands. Moore and Wen (2009) concluded 
that the gender identity of Chinese women is paradoxical, because they are both expected to be 
independent, hardworking and successful, and to be obedient and ready to sacrifice their careers for their 
husbands. In Egypt, there are lingering cultural barriers that lead to lack of acceptance of women in 
management positions, namely as ‘general managers’, since business is still regarded as a men’s world 
(Kattara, 2005). According to Kattara (2005), there is also a misconception that women are no longer 
productive after marriage.  
Not only the barriers, but also the perception of barriers changes according to the cultural context. Ng and 
Pine (2003) investigated whether male and female hotel managers in Hong Kong perceived gender and 
career development issues in a different way than their Western counterparts. The female managers 
interviewed, just like their Western counterparts, were aware of the barriers that women face in male-
dominated environments. However, female hotel managers in Hong Kong tended to downplay the 
difficulties, and to favour personal strategies to overcome them, instead of institutional ones. Their 
solutions were working doubly hard to prove themselves, improving the skills needed in order to get 
promoted or dressing right. They gave the following pieces of advice to women managers entering the 
hospitality workforce: i) be hardworking, ii) be good at what you do, and iii) take care of your appearance 
(Ng & Pine, 2003). 
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Female hotel managers in Hong Kong did not ask for any treatment that could be construed as favourable 
to the female sex. For them, it is women’s inability to compete and persevere that hinders their career 
progression. These women fully subscribed to the current norms of management and leadership practices, 
practically without questioning them. Ng and Pine considered that this mentality is dangerous since it does 
not challenge human resource management policies, and contributes to the perpetuation of male-
dominance.  
However, in the open-ended questions, women did recognise gender stereotypes and men’s 
discriminatory attitudes as significant obstacles, but they did not see gender stereotyping as their own 
problem but rather as a problem for women in general (Ng & Pine, 2003).  
4.7.1.4 Success factors and strategies for women’s career advancement 
A few studies mention the factors and strategies that favour women’s career advancement in the tourism 
field. Some of the most frequently mentioned success factors are hard work (Brownell, 1993b, 1994b; Li & 
Leung, 2001), long working hours (Maxwell, 1997), job knowledge (Li & Leung, 2001), education and 
formal qualifications (Harper, Brown, & Wilson, 2005; Hemmati, 2000; Li & Leung, 2001). In Salvador 
(2012), the investment in education was also seen as a priority for all the hotel managers interviewed. 
They considered it a key factor that favoured their career advancement. 
Experience in the labour market is valued, such as the diversity of work experiences (Akrivos, 2007), 
international experience and international qualifications (Ladkin, 2008), and an early start in the labour 
market (Salvador, 2012). Interpersonal relationships and social skills are also important (Akrivos, 2007; Li 
& Leung, 2001; Sok, Blomme, Tromp, & Van Muijen, 2011), as well as communication (Brownell, 1994b) 
and leadership skills (Li & Leung, 2001). 
Other success factors highlighted are strength of determination (Li & Leung, 2001), internal drive and 
personality (Maxwell, 1997; Sok et al., 2011), ambition and career drive (Maxwell, 1997; Sok et al., 2011), 
commitment, passion, and love for the business (Maxwell, 1997), a positive attitude (Brownell, 1993b), an 
active and entrepreneurial personality (Salvador, 2012), the ability to seek out opportunities (Akrivos, 
2007) and a willingness to be mobile (Akrivos, 2007), as well as other external factors (Sok et al., 2011). 
As analysed before, literature on women’s barriers to career advancement in tourism and hospitality is 
more centred on both workplace and family-related impediments. In contrast, literature on the factors that 
favour women’s success focuses on factors and women’s strategies for success mostly at the individual 
level. However, Maxwell (1997) also investigated enablers for success. The female general managers 
interviewed by her claimed that mentoring was crucial. One woman mentioned that she reversed roles with 
her husband, and that the she had financial responsibility while he had home responsibility. These findings 
suggest that dual-career partnerships and senior hotel general management may be incompatible. 
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Moreover, one of the consequences of these women’s successful careers at the personal level was that ‘a 
career focus on hotel management [precluded] “a balanced life”’ (Maxwell, 1997, p. 233).  
4.7.2 An overview of literature on women as managers in the tourism sector 
Almost all studies on women in management in the tourism field concern the hospitality sector, particularly 
five-star hotels (Burke et al., 2008; Kara, 2012; Kattara, 2005). Only Moore and Wen’s study (2009) 
concerns tourism in the stricter sense. Yet, even in this study, the sectors that the research participants 
worked for were not made explicit.  
Studies of women as managers in tourism/ hospitality are relatively widespread concerning the countries 
analysed, although almost a fourth concern the US (Brownell, 1993a, 1993b, 1994b; Gregg & Johnson, 
1990; Gröschl & Arcot, 2014; Woods & Kavanaugh, 1994). Two articles highlight the differences in the 
experiences of women in different cultural contexts, i.e. China and Singapore (Li & Leung, 2001; Ng & 
Pine, 2003), as compared to the experiences of Western women, which are usually the focus of scholar 
literature. 
In broad terms, these studies can be divided into five major strands: i) impact of sex/gender on firm 
performance (Gröschl & Arcot, 2014; Marco, 2012); ii) similarities and differences between female and 
male managers in terms of self-evaluation ratings (Fatima et al., 2011), personality and career 
development (Brownell, 1994a), emotional intelligence and transformational leadership (Kara, 2012); iii) 
women’s career challenges and obstacles (Boone et al., 2013; Brownell, 1993a, 1993b; Burke et al., 2008; 
Kattara, 2005; Li & Leung, 2001; Mooney & Ryan, 2009; Moore & Wen, 2009; Ng & Pine, 2003); more 
specifically, iv) gender discrimination and sexual harassment (Gregg & Johnson, 1990; Woods & 
Kavanaugh, 1994); as well as v) women managers’ success factors (Judi Brownell, 1994b; Maxwell, 1997; 
Sok et al., 2011). All these studies are briefly presented in Appendix 21. 
The first two research strands adopt a somewhat essentialist perspective because most of these studies 
focus on the idea of ‘essential’ differences between women and men to explain aspects that are related 
with differences in socialisation processes, and with the gendering of society and organisations 
(Benschop, 2006; Wahl, 1998). Therefore, most of these studies lack a critical lens. 
Career challenges and barriers (iii) are the most frequently analysed topic in the literature on women as 
managers in hospitality and tourism. Some of these studies assume that organisations are gender neutral, 
do not question the notion of the ideal worker, focus on white, middle-class women and have a preference 
for quantitative methodologies, in particular Burke et al. (2008) and Boone et al. (2013). Mooney and Ryan 
(2009) adopt the most critical perspective of all the studies in this strand. They use Acker’s (2006) notion 
of ‘inequality regimes’, question the notion of individual choice, and the gender neutrality of organisations. 
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Moreover, they adopt an intersectional approach, instead of regarding ‘women’ as a universal category. 
Hence, they analyse women at different stages of their career cycle, as well as how these women are 
differently affected by the ‘glass ceiling’ phenomenon. 
The topics of discrimination and sexual harassment (iv) were approached by Gregg and Johnson (1990) 
and Woods and Kavanaugh (1994), respectively. However, the way these studies frame the question of 
discrimination is not the most adequate, since they do not take into account hidden discrimination.  
Some studies have analysed the career success of women managers (v) (Brownell, 1994b; Maxwell, 
1997; Sok et al., 2011). Two of these studies relied on interviews with women in general management 
positions, and one on a survey applied to a large group of male and female general managers. Sok et al. 
(2011) identified success factors in women’s career in hospitality, and Brownell (1994b) inquired male and 
female senior managers about their perceptions of the most important competences for career 
advancement. Maxwell (1997) questioned female senior managers not only about the causes and 
motivations for their success in breaking through the so-called glass ceiling, but also about the 
consequences of their advancement. This study distinguishes itself from the remaining studies in this 
strand because it adopts a gender-aware perspective. Despite considering individual aspects that 
contribute to women’s career success, it does not ignore the existence of gendered structures in the hotel 
industry, nor leaves them unanalysed. Moreover, it does not take all women’s accounts at face value, but 
has a more critical perspective. For example, Maxwell noted that the same woman who described the 
terms and conditions of work in the tourism industry as ‘appalling’, also said that hospitality ‘genuinely [is] 
an equal opportunities industry’ (p. 230) and denied the existence of discrimination. Only with a critical 
stance is it possible to analyse such contradictions in discourses. 
It is remarkable that, of the studies listed, only Mooney and Ryan (2009) make use of feminist theory. 
Marco (2012) and Moore and Wen (2009) make only a very brief reference to feminist articles or feminist 
theorising. However, this does not mean that all the other studies are gender-blind or lack gender-
awareness, but most of them do engage in analysis of women as managers in hospitality/tourism that lack 
a gender lens. They thus fall into the category of ‘women-in-management’ studies, where gender is a 
variable instead of an analytical framework, in particular Fatima et al., 2011; Kara, 2012; Boone et al. 
2013; and Burke et al. 2013. Figueroa-Domecq et al. (2015) also denoted how tourism gender enquiry is 
markedly disarticulated from, or even blind to wider feminist and gender-aware investigation. 
Therefore, it is possible to conclude that despite the existence of some studies that approach women 
managers in hospitality/tourism, there is still much to be done in this field of research. Firstly, almost all 
studies have focused on the hospitality sector, leaving other sectors unanalysed, namely the travel sector. 
Secondly, research on women and hospitality has mainly concerned five-star hotels. Thirdly, only Boone 
et al. (2013) analysed more than one tourism sector. Fourthly, studies that analyse women’s career 
barriers have mostly investigated women’s difficulties to advance to high-level positions, leaving the 
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situation of women above the ‘glass ceiling’ unproblematised, as well as the concept of glass ceiling itself, 
Maxwell (1997) being an exception.  
Fifthly, despite the significant number of studies analysing women’s career barriers and challenges, they 
lack a truly gender-aware lens and tend not to give much importance to the analysis of gender power 
relations. Acker’s work and framework on the gendering of organisations has also been overlooked by 
tourism gender research on women as managers, as only Mooney and Ryan (2009) integrated some of 
Acker’s concepts in their work. It also seems that studies in this strand have disregarded to some extent 
qualitative and in-depth approaches, with a few exceptions. Mixed methods research was only used by 
Brownell (1993b), yet the qualitative approach was subordinated to the quantitative one. 
The study of women’s career challenges and barriers in the tourism still deserves attention, but a different 
perspective is needed. The specific ways in which tourism organisations are gendered has to be brought 
to the centre stage when analysing women managers’ careers in the sector, and the gendered 
assumptions of management practice should be made visible. The intertwining of gendering processes in 
tourism organisations with gendering at home is also an important topic of analysis. Tourism is a female-
dominated sector, but it remains unanalysed how this influences the constructions of women as leaders in 
the sector, and the ways women do and undo gender in the different contexts of their lives. The present 
study attempts to shed some light on these issues. Most of all, an alliance with feminist research is of 
paramount importance for advancing the analysis of women managers in the tourism industry.  
4.8 Conclusion 
In this chapter, it was analysed how tourism is an important job creator and an expanding sector. Tourism 
is a key GDP contributor in many countries, and its multiplier effect encourages growth and generates 
indirect benefits in the rest of the economy. Moreover, tourism leakage is lower than other sectors’, which 
means that a high percentage of tourism revenue is retained in the local economy, and only a small 
percentage is leaked out as imports (WTTC, 2012). However, despite its potential for boosting economic 
development, it often implies some negative impacts, such as inflation, as well as other non-economic 
disadvantages, in particular environmental depredation and loss of cultural authenticity. 
Portugal is an important tourism destination in Europe. Due to the intense tourist activity in the country, 
tourism is celebrated as a vehicle for economic development. However, gendered patterns of employment 
and poor employment conditions have been identified in the Portuguese tourism sector. In fact, Portugal 
has the second widest unadjusted gender pay gap at the EU level in accommodation and food services. 
Given the scarcity of studies concerning gender and tourism in Portugal, it is important to develop more 
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studies in this context, and to analyse to what extent the Portuguese tourism industry is women-friendly or 
reinforces gendered patterns of employment. 
It is often stated that tourism offers many employment opportunities, in particular for women or ethnic 
minorities. Besides having a large employment multiplier effect, it has low entry barriers and offers 
opportunities for income-generating activities that can be conciliated with women’s traditional gender roles 
and responsibilities in the household. These characteristics of tourism employment generate some over-
optimism about the potential of tourism for the integration of women in the economy. 
In fact, such arguments overlook the fact that tourism provides low pay, low status and low-skilled jobs in 
typically female occupations with few development opportunities. The argument that tourism work allows 
women to accommodate their traditional responsibilities with paid work does not acknowledge that this 
type of work often reinforces gender inequalities. Besides, due to the seasonality of tourist activity, tourism 
jobs often fail to provide workers with regular income the whole year. Due to their precarious nature, these 
jobs are also more likely to offer less employment rights. Several studies have reported that there is a 
marked gender pay gap in the tourism industry that remains even after controlling for several variables, 
which is suggestive of pay discrimination (García-Pozo et al., 2012; Santos & Varejão, 2007). 
Tourism employment is also sharply segregated along gender lines. The typical gender pyramid is present 
in the tourism sector, and it is underpinned by traditional gender roles and sociocultural barriers. While 
men are over-represented in managerial positions, particularly in top-management, women are usually 
employed in typically female areas, or ‘pink ghetto’ jobs (Woods & Viehland, 2000), that are regarded as 
less skilled, and as a result have worse employment conditions and lower wages (Costa et al., 2011; 
Jordan, 1997; Parrett, s.d.).  
The tourism industry tends to exploit perceived ‘feminine’ characteristics and skills. Sex-typed jobs such 
as cooking and cleaning perpetuate traditional gender roles because they require skills that reflect 
‘inherent aptitudes’ that most women are believed to have (Purcell, 1997). ‘Aesthetic labour’ (Walkowitz, 
2011) and ‘emotional labour’ (Hochschild, 1983) are also implied in many tourism jobs. The question can 
be asked whether tourism is a ‘feminine’ industry because employers specifically look for women for 
certain jobs due to their gendered attributes, or because they only require low wage labour, and women 
are the majority of the low wage workforce (Purcell, 1997). It seems that both trends coexist and mutually 
reinforce each other. 
Sexual harassment and sexual exploitation are also a common problem in the tourism sector. Female 
employees are required to look attractive and in some cases even flirt with customers (Gilbert et al., 1998; 
Hall, 1993) because sexuality is sold as part of the tourism product. This reinforces gender power relations 
that can be potentially harmful. Therefore, when discussing women’s empowerment in relation to tourism 
jobs, it is important to go beyond the analysis of mere ‘economic empowerment’ (Ferguson, 2009, 
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2010ab). In fact, providing women with the opportunities to earn extra income may contribute little to 
redress gender inequalities and sometimes may even reinforce traditional divisions of labour (Cukier et al., 
1996; Cukier & Wall, 1995; Ferguson, 2010; Garcia-Ramon et al., 1995; Long & Kindon, 1997; Renzi, 
2009; Swain, 1993; Tran & Walter, 2014; UNWTO, 2011; Wilkinson & Pratiwi, 1995; Wilson et al., 2012), 
particularly for more vulnerable groups of women, e.g. lower class and non-white women (Vandegrift, 
2008). The potential of tourism for women’s empowerment varies according to social contexts and there is 
no universal solution. While tourism may frequently reinforce gender inequalities, it may also challenge 
gender relations and provide a scope for change (Scott, 1997). 
Women’s representation in high-level positions has increased in the tourism industry, but they are still 
underrepresented at the top, despite being the majority of tourism graduates. The main reasons that have 
been pointed out in the literature for women’s underrepresentation in management have been old-boy 
networks, lack of mentor support, work-family conflict, hiring practices and gender discrimination, and the 
requirement for long working hours and geographic mobility.  
The type of barriers most emphasised by literature have been workplace barriers, which can take many 
forms, namely overt discrimination and harassment, exclusionary practices embedded in male corporate 
culture, gendered organising processes and certain tourism-specific characteristics. Despite the 
persistence of gender discrimination and sexual harassment in the sector, the main barriers to women’s 
career advancement in the field are the invisible ones, which are harder to pinpoint. In fact, the existence 
of a male culture in organisations, coupled with certain organising practices, is the most relevant obstacle 
mentioned in the literature on women managers in the tourism field. 
In addition, women who aspire to management positions in the tourism sector face industry-specific 
obstacles. In many tourism companies, particularly in smaller ones, HRM strategies in recruitment, 
promotion and career development are obsolete, and segregation is reproduced through ‘organisational 
inertia’ (Jordan, 1997). Besides, the nature of tourism businesses places an even greater emphasis on the 
demand for availability, since hotels never close and travel agencies have to deal with clients in different 
time zones. The demand for geographic mobility for accepting promotions is also pointed out in the 
literature as an obstacle for married women (Kattara, 2005). Finally, although ‘typically female’ 
characteristics are exploited in some positions, e.g. front office, ‘typically male’ characteristics are required 
for management positions (Blomme et al., 2010a). This divide reinforces stereotyped ideas about men, 
women and their competence. 
Some studies have highlighted work-family conflict as an obstacle to women’s career progression. In fact, 
having children may have a greater impact on women’s careers than on men’s (Costa et al., 2012a). 
However, men consider that family issues are more of a career barrier for women than women themselves 
do. Although Boone et al. (2013) consider that self-imposed barriers and personal priorities have become 
more important than workplace barriers in explaining the lack of women at the top, S. Mooney and Ryan 
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(2009) advocate that the idea of ‘genuine choice’ ignores the existence of visible and invisible 
organisational and societal barriers that constrain women’s options. In fact, Costa et al. (2012a) concluded 
that the disparity between men and women’s desire to become a leader was not nearly as high as the 
disparity observed between the actual number of male and female leaders This indicates that it is not a 
lack of women’s desire and career ambition that explain their underrepresentation at the top. 
Finally, gender stereotypes and cultural barriers also work against women with management aspirations. 
Women have greater difficulties in establishing credibility as professionals and as managers. In addition, 
they are also stereotyped as weaker and less committed to long-term careers (Brownell & Walsh, 2008; Li 
& Leung, 2001). As a result, they often feel that they have to work harder than men in order to prove 
themselves.  
Literature that focuses on women’s strategies for career success identified hard work, long hours, job 
knowledge, education and formal qualifications as the main factors that contribute to women’s career 
success. Most of this literature focuses on individual strategies and, from the studies analysed, only 
Maxwell (1997) investigated other enablers for success. 
Besides analysing the conditions and gendered aspects of tourism employment, this chapter also critically 
reviewed literature on gender and tourism, and the approaches used in these studies. Gender and tourism 
is a relatively recent research topic in tourism scholarship, and it has evolved notably in the last decades. 
The first phases of gender and tourism research did not acknowledge or tried to explain the existence of 
gendered contexts and, in some cases, they even regarded men’s experiences as universal. Only more 
recently have gender power relations become the centre stage of analysis of some studies within the 
‘feminist’ and ‘gender scholarship’ phases (Wilson, 2004). 
Despite these developments, tourism research has been notably gender-blind and disarticulated from 
feminist and gender-aware critique (Figueroa-Domecq et al., 2015). Even research that specifically 
addresses gender and tourism often conflates ‘gender’ with sex and uses it merely as a variable, without 
much critical thinking behind it. However, advocating for more critical theorising of gender in tourism does 
not mean that material analyses should be discarded. It is important to combine elements from both 
standpoint and poststructuralist feminism, so that material constraints are not left unanalysed by critical 
theorising (Aitchison, 2005ab). 
A review of the most significant articles on gender and tourism employment was carried out in this chapter, 
and eight main research strands were identified. In most strands, critical and feminist analyses are still 
scarce, with some exceptions (e.g. Kinnaird & Hall, 1996; Sinclair, 1997; Mooney & Ryan, 2009; Jordan, 
1997). There are few mixed-methods research studies, and qualitative methodologies prevail only in the 
studies that have intersectional and empowerment perspectives that focus on developing countries and 
that are underpinned by feminist approaches. Studies on gender inequalities and sexual harassment in 
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organisations are also more likely to adopt critical approaches. However, this approach is still 
underexplored in literature on women as managers in the tourism sector, and in most other strands. 
Research on women as managers in the tourism sector focuses almost exclusively on the hospitality 
sector, particularly on five-star hotels. Most studies lack a critical gender-aware perspective, gender power 
relations are not addressed, and feminist theorising is neglected. Essentialist notions of gender are not 
questioned and, in some cases, they are even reinforced. Besides, the situation of women above the glass 
ceiling is left unproblematised. Furthermore, discrimination is framed as overt discrimination, and 
organising processes are regarded as normal and gender neutral. Greater focus should be given to the 
intertwinement of the gendering of tourism organisations and the gendering of the family.  
In terms of methodological approaches adopted, qualitative, in-depth, as well as mixed-method 
methodologies have been disregarded. Different methodological approaches need to be adopted that 
allow for truly gender-aware, critical and feminist theorising to emerge in this field. This is one of the goals 
of this thesis. In the next chapter, Methodology, the present study’s aims and research questions are more 
clearly delineated, along with its paradigmatic and epistemological underpinnings and methodological 
procedures.  
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CHAPTER 5 Methodology 
5.1 Introduction  
Researchers are guided by abstract principles and philosophies that shape how they see the world and 
act in it. These assumptions and beliefs should be made explicit in a study, and the research question and 
research objectives should be placed within a research paradigm. A paradigm includes a set of beliefs 
about ontology, epistemology and methodology, and attaches the researcher to a certain worldview 
(Denzin & Lincoln, 2011a). Therefore, the choice of paradigm guides the choice of methodology. 
This chapter begins with the presentation of ontological and epistemological criticisms to traditional 
science by different paradigms of thought. Some of the assumptions of these thoughts are in contention. 
Therefore, an alternative framework is proposed, which transgresses and embraces these different 
theories. Taking into account the philosophical assumptions described, the methodological choices 
underpinning this study are explained. After that the research aims, research questions and objectives of 
the present investigation are set forth, and its research design is outlined. An overall picture of the 
research phases is provided, and both the quantitative and qualitative approaches are described in detail. 
The final part of this study is concerned with considerations about ethics, the credibility of the results, the 
researcher’s reflexivity and the limitations of the study.  
5.2 Research Paradigms: Ontological, Epistemological and Methodological 
Considerations 
5.2.1 Transcending positivism: post-positivist and poststructuralist research 
paradigms 
Traditional research and Western common sense embrace positivist epistemology. According to it, 
knowledge can be obtained independently from the researcher’s values, given that there is factual 
evidence that can be observed and apprehended, which indicates what is real (Ramazanoglu & Holland, 
2009, p. 82). Positivism believes in an atheroretical and abiased researcher that is totally separated from 
the research (Ryan, 2006). This positivist stance means that there is a belief in total objectivity, a great 
valuation of scientific rigor, while the impact of research on society is neglected (Lincoln, Lynham, & Guba, 
2011). The rationality of science is seen as instrumental (Lekka-Kowalik, 2010) and apolitical (Crasnow, 
2013). It is assumed that the researcher can use reason to control his or her own subjectivity and produce 
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objective and universal knowledge (Ramazanoglu & Holland, 2009), yielding immutable laws. Positivism 
believes that the objectivity of science depends on science being value-free (Crasnow, 2013).  
Several criticisms have been addressed to positivist research. For Clark (1998), positivism is an outmoded 
philosophy that should be rejected and should no longer shape enquiry. For him, post-positivistic research 
has superseded positivism. Post-positivists point out several problems with the beliefs of positivist 
research, namely that there is a single reality separated from the knower, that the researcher is totally 
separated from the research, and that total objectivity or universal knowledge are attainable. For example, 
Kuhn (1970) rejected the possibility of claiming the universality of discoveries, because the scientific 
research and the scientific method have denied findings that had been previously considered true by the 
same sort of methods: 
Science has included bodies of belief quite incompatible with the ones we hold today. (...) Out-of-date 
theories are not in principle unscientific because they have been discarded. (pp. 2-3) 
Interpretivism and constructionism also criticise positivism for ignoring the interpretations and social 
constructions of the social world. These positions contend that there is no objective knowledge that is 
independent of thinking (Grbich, 2013). The aim of interpretivist/constructionist research is to understand 
people’s life experiences and the way people make sense of their experiences, taking into account their 
social context (Collis & Hussey, 2005; Grbich, 2013; Lincoln et al., 2011).  
According to interpretivism and constructionism, there are multiple realities, which are fluid and cannot be 
‘discovered’, but only co-created by the knower and the respondents (Denzin & Lincoln, 2011a; Grbich, 
2013). Different people experience these realities differently (Grbich, 2013). Therefore, the researcher’s 
values and voice should be made explicitly visible in the research, and the researcher should account for 
his or her reflexivity (Aitchison, 2005ab; Collis & Hussey, 2005; Letherby, 2003). The researcher’s 
interpretation is both subjective and intersubjective, since it is not only limited by his or her own views, but 
also by the way these views have been reconstructed through interaction with others (Grbich, 2013).  
For interpretivistm/ constructivism, postmodernism and poststructuralism, positivist evidence-based 
epistemologies and their emphasis on only one form of scientific rigor reflect a ‘nostalgia for a simple and 
ordered universe of science that never was’ (Popkewitz, 2004, p. 7). Positivism is criticised for considering 
that the formulation of non-cognitive judgements constitutes a case of ‘bad science’ (Lekka-Kowalik, 2010, 
p. 34), for taking subjectivity ‘as muddying the waters of clean, clear, objective knowledge’ (Ramazanoglu 
& Holland, 2009, p. 48), and for ignoring that knowledge is a social construction that is influenced by the 
viewpoint of the researcher. 
Influenced by these views, postmodern and poststructuralist thinkers have challenged traditional science 
by problematising and deconstructing the ‘apparently stable and secure foundations of scientific 
knowledge production’ (Lykke, 2010a, p. 131). They have also challenged the idea that researchers can 
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establish a relationship between knowledge and the truth or the reality through rationality and the scientific 
method (Ramazanoglu & Holland, 2009). In this perspective, ‘objectivity is a chimera: a mythological 
creature that never existed, save in the imaginations of those who believe that knowing can be separated 
from the knower’ (Lincoln et al., 2011, p. 122). The knowing subject is thus decentred and interrogated as 
the core of knowledge production, and absolute truth and objective knowledge are deemed unattainable 
(Denzin & Lincoln, 2011a; Ramazanoglu & Holland, 2009). 
Postmodernists and poststructuralists go further in their criticisms of traditional science and positivism. 
Postmodernism rejects grand narratives because they contain power-laden discourses that maintain the 
dominance and power of certain individuals (Grbich, 2013), e.g. whites, men and middle or upper-class 
individuals. It seeks to disrupt and expose the current social constructions of the world (Grbich, 2013). 
Poststructuralism emphasises the fluidity of language and therefore focuses on the deconstruction of 
hegemonic discourses (Grbich, 2013). It sees reality as produced in language (Lykke, 2010a). This notion 
has implied a shift from the analysis of reality to the analysis and deconstruction of the ways we think 
about what exists. According to this stance, valid knowledge of the external world is not accessible either 
directly or indirectly, only through interpretations of reality within ‘a particular language of knowing’ 
(Ramazanoglu & Holland, 2009).  
In the next section there will be further elaboration on how a feminist paradigm of thought supports the 
present study. 
5.2.2 A feminist ethico-onto-epistemology 
In the previous section, it was analysed how different paradigms and strands of thought have addressed 
several criticisms to traditional science. Feminism has also challenged traditional science, in part 
influenced by postmodernism and poststructuralism, but in part also transcending them (Collis & Hussey, 
2005; Ramazanoglu & Holland, 2009). The criticisms addressed to positivism by feminism are related with 
ideals of social justice that claim that a neutral ‘value-free’ science is neither possible nor desirable. 
‘Value-free science’ is nothing more than an illusion, since all research findings have political implications 
(Denzin, 2012). 
However, the explicit political positioning of feminism collides with postmodernism and poststructuralism’s 
relativism and focus on language. The aim of this section is to show how certain viewpoints of these two 
paradigms are in contention with feminism, and how feminist post-constructionism as a methodological 
tool can both embrace and transgress previous theorising, namely social constructionism, postmodernism 
and poststructuralism (Lykke, 2010a). These views are systematised in Appendix 22.  
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Feminism is engaged with the claim that women should have the same rights as men at the political, 
economic and social levels, and that all findings have political implications. What distinguishes feminist 
methodology is the way epistemology and politics are related in feminist research (Ramazanoglu & 
Holland, 2009). Feminist epistemology and methodology advocate that research should aim to 
‘understand the realities of gendered lives’ and to be able to emancipate women and transform their lives 
(Ramazanoglu & Holland, 2009, p. 163). Theory, epistemology and ethics have an explicit political 
positioning, which enables the researcher to explore the relations between knowledge and power, to 
address and question the established ‘truths’, as well as the commitment of accountability to a community 
of ‘women with moral and political interests in common’ (Ramazanoglu & Holland, 2009, p. 14). In 
addition, a feminist approach brings women’s voices to the forefront (Hodgkin, 2008; Letherby, 2003). 
Feminism generated considerable synergies together with postmodernism and poststructuralism, which 
influenced feminist thought to such an extent that ‘feminist postmodernism’ is one part of Harding’s (1986) 
tripartite classification of feminist epistemology (Lykke, 2010b). Like feminists, postmodernists and 
poststructuralists also deny ‘grand narratives’ and focus on ‘small stories’ and specific local contexts 
instead of making claims to universal knowledge (Lyotard, 1979). Postmodernism and poststructuralism 
also explore diverse, multiple and fragmented identities, while interrogating essential and unproblematised 
identities such as man/woman, black/white or gay/straight. They have opened up new ways of thinking 
about gender free from modern thought and the scientific method.  
However, for postmodernism and poststructuralism valid knowledge of the external world is not accessible 
either directly or indirectly, only through interpretations of reality within ‘a particular language of knowing’ 
(Ramazanoglu & Holland, 2009, p. 55). From this relativist perspective, there is no valid set of criteria or 
rules that can guarantee the access to truth and reality through experience. Multiple truths and multiple 
pictures of reality are presented, but postmodern relativism rejects to judge between two different 
accounts of reality or between two cultures (Ramazanoglu & Holland, 2009). The researcher is left in a 
relativist position, unable to decide between different knowledge claims. Therefore, despite the importance 
of postmodernist and constructionist feminist thought, postmodernism’s emphasis on language, 
discursivity, as well as political and moral relativism, collides with feminist ideas of liberation, emancipation 
and justice (Lykke, 2010a). 
Action against injustices and power imbalances needs to be based on some kind of valid knowledge, 
accuracy and evidence. Feminist ethics, political action and emancipation are inconsistent with an 
exclusively relativist position: ‘it matters which accounts of reality are believed and acted on; it matters 
who has the power to determine what counts as authoritative knowledge; it matters how knowledge claims 
are expressed and what weight they carry’ (Ramazanoglu & Holland, 2009, p. 57). Feminists do not want 
their knowledge claims to be considered ‘unscientific, subjective, political, and generally untrue’, because 
if their knowledge is considered untrue, it will not lead to action (Ramazanoglu & Holland, 2009, p. 41). 
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Gender is not exclusively confined in language. The connection between knowledge, experience and 
reality needs to be addressed. Some form of truth needs to be pursued by feminist research 
(Ramazanoglu & Holland, 2009). The present investigation also shares this perspective.  
However, these contradictions can be conciliated from a philosophical point of view. Some contemporary 
feminist theorising has not only embraced the anti-foundationalism of postmodern philosophy, but has 
transgressed it by focusing on more material analyses (Lykke, 2010b). Nina Lykke suggested 
‘postconstructionism’ as an umbrella term and a ‘temporarily useful framework’ (p. 134) to bring together 
these converging trends in feminist thought that address both continuities and discontinuities with feminist 
constructionism and postmodernism, and that neither fall ‘back into the traps of biologic determinism or 
cultural essentialism, nor (…) leave bodily matter and biologies behind, in a critically untheorized limbo’ 
(Lykke, 2010b, p. 132). The theories that Lykke (2010b) clusters under the name ‘postconstructionism’ 
have as a common denominator a strong commitment to ethics and a belief that there is a link between 
ontology, epistemology and ethics, such as Barad’s and Haraway’s, as analysed below.  
Karen Barad (2007) suggests the term ethico-onto-epistemology to highlight how ethics, ontology and 
epistemology are intricately intertwined and cannot be separated. Ethics is not separable from research 
and neither can the researcher be separated from the world he/she analyses – only a momentary cut is 
possible. ‘Agential realism’ provides a framework that takes into account both the discursive and material 
nature of social practices. Barad rejects absolute truth but also absolute relativism and contends that not 
all knowledge should be treated as equally false (Barad, 2007). She provides a good illustration of what 
Lykke defines as postconstructionism in the way she insists on both constructedness and objectivity, and 
the way she connects ethics, epistemology and ontology (Lykke, 2010b). 
While inspired by constructionist approaches to science, Donna Haraway also transgresses them when 
she claims that it is possible to speak about the ‘real world’ as long as the situated and embodied position 
of the subject researcher is accounted for (Lykke, 2010b). For Haraway, both postmodernism and 
standpoint theory deny the possibility of a localised and partial knowledge, which is why she challenges 
both these positions. She criticises the rhetoric of science, its doctrines of objectivity, its promise of 
transcendence and its ‘gaze from nowhere’ (p. 581). But Haraway (1988) is also critical of postmodern 
relativism, since the researcher should be accountable and justify why some pictures and accounts of 
reality are better than others (Lykke, 2010a).  
Haraway (1991) reclaims the concept of scientific objectivity, but an objectivity that is only possible 
through partial perspective. For Haraway, feminist objectivity should be partial and should result in 
embodied and ‘situated knowledge’. The concept of ‘situated knowledge’ advocates a focus on specific 
local contexts, instead of the universalisation and construction of grand narratives on women, such as the 
universalising narrative of ‘women’s path to emancipation’ (Haraway, 1991; Lykke, 2010a). It is a way of 
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escaping the entanglement between absolute relativism and absolute truth, so that some sort of 
knowledge can be produced (this methodological continuum is depicted in Appendix 23).  
To sum up, feminist post-constructionism is a ‘thinking technology’ (Haraway, 2004, as cited in Lykke, 
2010b) that transgresses positivism, social constructionism, as well as postmodern relativism and anti-
foundationalism (Lykke, 2010b). It is useful for the present study because it simultaneously transgresses 
and embraces postmodern thought. In addition, by not separating ethics from epistemology, its ethico-
onto-epistemology allows for partial objectivity and situated knowledge. 
5.2.3 Methodological approach: mixed methods research 
This chapter has thus far presented the philosophical assumptions that underpin this study. The 
ontological and epistemological positioning adopted influenced the choice of methodology. The 
methodological approach followed is outlined in this section. 
Some authors believe that the combination of quantitative and qualitative approaches (i.e. mixed methods 
research) may provide a better understanding of research problems and a more efficient answer to the 
research questions than if either approach is used alone (Creswell, 2011; Teddlie & Tashakkori, 2011). 
For them, mixed methods research is characterised by an emphasis on the research question, by a 
rejection of dichotomies and by paradigm pluralism (Denzin, 2012). Some authors consider that mixed 
methods research is more than just the mixing of methods – it is a methodology, which involves both 
methods of inquiry and philosophical assumptions that guide data collection and analysis.  
However, mixed methods research has also been criticised. Firstly, some individuals argue that methods 
are attached to paradigms16 and that it is not possible to reconcile such competing discourses in an 
unproblematic way – the ‘incompatibility thesis’ (Howe, 2004). The advocators of this view see paradigms 
as ‘having discrete and impermeable boundaries’ (Creswell, 2011, p. 75), and argue that mixed methods 
research attempts to mix viewpoints that are irreconcilable. Another criticism addressed to the traditional 
mixed methods movement is that it removes qualitative methods from their critical and interpretive 
framework to assign them to the exploration phase of the research process, thus subordinating them to 
the confirmatory quantitative methods. In such mixed methods approaches, the transformative and 
dialogical dimensions of qualitative research are decreased, since stakeholders are excluded from active 
participation and dialogue in the research (Howe, 2004). Superficial methodological bilingualism is another 
criticism addressed to mixed methods research (Denzin, 2012). 
                                                          
16 Positivist and post-positivist paradigms with quantitative methodologies; postmodernist, poststructuralist and constructionist 
paradigms with qualitative methodologies. 
Chapter 5: Methodology 139 
 
Nevertheless, other authors contend that the combination of quantitative and qualitative methods is not 
incompatible either at the practical or at the epistemological levels. Guba and Lincoln (2005, as cited in 
Creswell, 2011) claim that methods can be to a certain extent ‘delinked’ from paradigms, and that 
elements from paradigms might be cautiously blended together in a study. For Bryman (1998, as cited in 
Hodgkin, 2008), the differences between quantitative and qualitative approaches have been exaggerated. 
Epstein, Jayaratne, and Stewart (1991) talk about the existence of a false polarisation. Pragmatists focus 
on the consequences of action, not on the combination of methodologies (Denzin, 2012), and emphasise 
the importance of the research question (Creswell, 2011). Therefore, there has been growing support by 
scholars for mixed method approaches (Creswell, 2011; Hodgkin, 2008; Teddlie & Tashakkori, 2011). For 
Johnson and Onwuegbuzie (2004), a paradigm does not impose specific methods for data collection and 
analysis. These authors advocate the importance of the research question, experiences and the 
understanding of real world phenomena. They do not view mixed methods research as data collection, but 
as a more general combination of elements of qualitative and quantitative research (e.g. viewpoints, 
methods for data collection and analysis, etc.) ‘for the broad purposes of breadth and depth of 
understanding and corroboration’ (Johnson et al., 2007, p. 123).  
According to Bryman (2007), quantitative and qualitative findings should be mutually informative, in order 
to construct a negotiated account of what they mean together. While the triangulation metaphor has 
tended to concentrate on whether findings are mutually reinforcing or irreconcilable, mixed methods 
research is not a mere exercise to test findings against each other. It tries to bring together to the debate 
both components, while negotiating their findings (Bryman, 2007). In this sense, Freshwater (2007, as 
cited in Creswell, 2011) advocates that mixed method researchers adopt a ‘sense of incompleteness’ and 
acknowledge the messiness of mixed methods research instead of focusing on ‘fixing meaning’ and 
‘moving towards incontestability’ (p. 277-278). For her, it is more important that researchers make explicit 
the internal power struggles in mixed methods research. 
Feminists have been somewhat reluctant to quantitative methods, given that feminism has been 
traditionally more closely related with the postmodern paradigm (Hodgkin, 2008). Consequently, mixed 
methods research and triangulation are not very common in feminist research (Hesse-Biber, 2012). They 
are more frequently used in deductive research, in which theories are tested and the purpose of qualitative 
data is only to enhance quantitative results (Hesse-Biber, 2012). However, they can also be used in 
transformative research for social justice, and with the purpose of achieving feminist goals. Creswell 
(2011) contends that there are also many mixed methods studies that prioritise qualitative methods. 
The idea of the researcher as a bricoleur illustrates how the mixing of methods can serve feminist goals. 
The bricoleur crafts the mix of methods that will best serve his or her investigation purposes, taking into 
account the resources that are at hand and the context of research. The bricoleur uses whatever 
techniques or tools are necessary or at hand, considering the setting, the research question, and his or 
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her limitations of, in order to provide a construction of reality. He or she makes a collage by blending 
pieces of reality together, thus providing a partial image of the world (Denzin, 2012; Denzin & Lincoln, 
2011a). 
In fact, feminist research can derive many advantages from the combination of both quantitative and 
qualitative approaches, since ‘the big picture accompanied by the personal story can bring both depth and 
texture to a study’ (Hodgkin, 2008, p. 297). If the aim of feminist research is to achieve social change 
towards the improvement of women’s lives, quantitative methods used in combination with qualitative ones 
can give a more powerful voice to women’s experiences. While a qualitative approach gives a voice to a 
group of women and their experiences, quantitative methods indicate the extent and pattern of the 
inequalities (Brannen, 1992). Quantitative data in mixed methods research is more likely to be regarded as 
reliable and valid, and thus be heard in the policy arena, hence contributing to convince non-feminist 
decision makers more easily. Mixed methods research is also more likely to overcome the shortcomings of 
both QUAN-only and QUAL-only approaches, since in large quantitative studies women’s voices remain 
unheard, and in qualitative studies there are often problems with poor representation and tendency to 
overgeneralise (Hodgkin, 2008). 
Feminist postconstructionsm can be a good ‘thinking tool’ for framing mixed methods research and 
overcoming the apparent irreconcilability of quantitative and qualitative methods. Nina Lykke claimed that 
it is important to resource to several analytical methods, both qualitative and quantitative, from within a 
broad range of disciplines, ranging from arts and humanities to biology and medicine: it is essential to 
‘mobilize a maximum of unorthodox creativity’ and combine this ‘with a rigorous, scholarly endeavour to 
seek partial objectivity and moral accountability’ (Lykke, 2010a, p. 161).  
Different types of mixed-method designs are possible, depending on whether qualitative and quantitative 
paradigms are granted equal status or one of them is granted a dominant status, and also on whether the 
quantitative and qualitative phases occur sequentially or are undertaken concurrently (Johnson & 
Onwuegbuzie, 2004) (see Appendix 24). In Johnson et al. (2007), this idea is developed into that of a 
continuum in mixed methods research (See Appendix 25). It is possible for the qualitative approach to be 
dominant in mixed methods research. Johnson et al. (2007) provide the following definition for qualitative 
dominant mixed methods research: 
Qualitative dominant mixed methods research is the type of mixed research in which one relies on a 
qualitative, constructivist-poststructuralist-critical view of the research process, while concurrently 
recognizing that the addition of quantitative data and approaches are likely to benefit most research 
projects (p. 124). 
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The present investigation relies on qualitative dominant mixed methods research17. This methodological 
approach was chosen because it allows for the integration of elements of a different nature, which is 
believed to result in a wider and deeper understanding of the phenomena under analysis.  
Since a study can integrate various paradigms related to different phases of the research design (John W. 
Creswell, 2011), this study begins with a quantitative part reflecting a post-positivist leaning, but in the 
second part it shifts to a postconstructionist paradigm and uses qualitative methods, i.e. interviews and 
thematic analysis with narrative elements. 
5.2.4 Ontological, epistemological and methodological assumptions of this 
investigation 
Given the previous assumptions about the world and the nature of knowledge, this study is premised on a 
paradigmatic approach that transcends positivism, and is framed by a feminist perspective. The belief 
underlying this study is that investigation should be engaged with improving living conditions in the society, 
instead of pretending to be neutral. Research ethics should thus be more concerned with social justice 
rather than the production of ‘value-free’ science. Although this thesis does not explicitly have such a goal, 
it aims to produce ‘situated knowledge’ (Haraway, 1988) about women and their experiences, which can 
both raise awareness about persisting gender inequalities and inspire political action.  
As a result, this study has overarching feminist goals and an overarching feminist mixed-methods 
research question. Creswell (2014) highlights that this is the ideal approach, since it highlights the 
importance of both the qualitative and the quantitative phases of the study and their combined strength. 
Hence, a mixed methods research design is the most appropriate choice, since this research question is 
best answered by resourcing both to quantitative and qualitative approaches, in order to provide both the 
personal story and an overall picture (Hodgkin, 2008). This implies that there are different paradigms 
underlying each of these methodological approaches. While the qualitative approach has a feminist 
postconstructionist paradigm, the quantitative part has a post-positivist paradigm. 
The qualitative approach contributes for a deeper understanding of the phenomena, despite not being a 
‘mirror’ of the reality. It gives access to the women’s lived experience by focusing on the experiences of 
the research participants. The quantitative approach is complementary. It has the advantage of 
representing the population, and allowing for the identification of patterns and generalisations. The 
research methods used in the quantitative phase make it possible to analyse the underlying structures of 
the tourism sector, and as a result provide a better answer to the research questions.  
                                                          
17 This type of mixed-method research is symbolised by Johnson and Onwuegbuzie (2004) as quanQUAL and by Johnson et 
al. (2007) as QUAL +quan, see Appendix 24 and Appendix 25, respectively. 
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According to Bryman (2007), mixed methods research studies often treat the quantitative and qualitative 
components as separate domains, instead of bringing their findings together. However, integrating these 
findings may offer important insights (Bryman, 2007). Hence, some of the findings from the quantitative 
part are combined with qualitative results, in order to highlight how they inform each other. 
Despite the impossibility of attaining objectivity and absolute truth, total relativism is also rejected, since 
partial objectivity and ‘situated knowledge’ are possible (Haraway, 1988). Kvale and Brinkmann (2009) 
also point out that objectivity in qualitative/ interpretive research, can be understood as freedom from bias, 
and as reflexive objectivity, i.e. the researcher acknowledges his or her subjectivity and strives to be 
sensitive about it. 
Generalisation of such ‘findings’ is also possible to the extent that it is understood as ‘analytical 
generalisation’ (Kvale & Brinkmann, 2009, p. 262). This means that knowledge produced in a specific 
situation can be transferred to other situations, based on the similarities and differences between them 
(Kvale & Brinkmann, 2009). Instead of conceiving scientific knowledge as ‘necessarily universal and valid 
for all places and times, for all humankind and from eternity to eternity’, social knowledge is conceived as 
‘socially and historically contextualized modes of understanding and acting in the social world’ (Kvale & 
Brinkmann, 2009, p. 261). This is how generalisation of qualitative findings should be understood in this 
research study. In the next section, the research aims and research questions of this study are presented. 
5.3 Research Aims, Research Questions and Objectives 
This study aims to investigate how women reach top-level management positions in the tourism sector18, 
to what extent their career paths are influenced by gendering processes and how they are affected by 
multiple gendered contexts in their lives, in particular the family and the organisation. Moreover, given that 
gender is not a cause but a consequence (Kimmel, 2007), this study further aims to analyse not only how 
these women do gender, and the extent to which they can challenge and renegotiate gender definitions 
and the gender order, by undoing or re-doing gender differently both at work and at home (Mavin & 
Grandy, 2012). The present research also provides a broader picture of the tourism labour force and 
existing gender inequalities and the gender pay gap, particularly among senior managers. Finally, this 
study aims to discuss to what extent the tourism sector is women-friendly or reinforcing of gendered 
patterns of employment. Gender is the primary focus of the study, but data were analysed and interpreted 
with openness to the other ‘inequality regimes’ (Acker, 2006b; Acker, 2009).  
                                                          
18 In the Methodology chapter and during quantitative analysis, the terms ‘tourism’, ‘tourism businesses’ and ‘tourism sector’ are 
used interchangeably to refer specifically to hotel establishments, travel agencies and tour operators. 
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Since this thesis aims to deconstruct gender-neutral approaches to management and careers, the main 
research question of this study is the following: 
How do gendering processes influence the career and life paths of women who reach top-level 
management positions in the Portuguese tourism sector?  
This is an overarching mixed methods research question, which is ‘hybrid’ and directly addresses the 
mixing of quantitative and qualitative methods. Figure 5.1 presents the sub-questions that support the 
main research question and the type of approach used to answer each question. Quantitative questions/ 
hypotheses and qualitative questions are analysed separately, but the main research question is 
answered based on the mixing. The last question is an overall question, and therefore encompasses both 
quantitative and qualitative approaches. 
 
 
Figure 5.1 Main research question, sub-questions/ specific questions and type of approach 
 
• QUAN
Q1. What are the gendered patterns of employment and 
gender inequalities observed in the tourism sector, in 
particular among senior managers, and how widespread 
are they?
• QUAL
Q2. How do women top managers themselves articulate 
the circumstances under which they have reached the 
top?
• QUAL
Q3. How do gendering processes affect women in tourism 
organisations and how can the identification of gendering 
processes contribute to a better understanding of gender 
in the tourism sector?
• QUAL
Q4. What is the influence of the family context and the 
traditional family ideology on women’s construction as 
mothers and as economically active beings?
• QUALQ5. How do women do, undo or re-do gender differently in the different contexts of their lives?
• QUALQ6. How do women accept or challenge the gender order in the different contexts of their lives?
• QUAN + QUALQ7. To what extent is the tourism sector women-friendly vs. reinforcing of gendered patterns of employment?
Sub-questions Approach/ data Main RQ 
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Each of the sub-questions of investigation is associated with specific objectives (see Table 5.1). 
Table 5.1 Sub-questions of investigation and corresponding specific objectives 
Sub-questions of 
Investigation 
Specific Objectives 
Q1. What are the gendered 
patterns of employment and 
gender inequalities observed in 
the tourism sector, namely 
among senior managers, and 
how widespread are they? 
 
• To characterise the organisational structure of tourism businesses; 
• To analyse the employment conditions, gender inequalities, gendered patterns of 
employment and the gender pay gap, comparing men and women, particularly male 
and female senior managers in hotels, travel businesses and the economy as a 
whole; 
• To examine the relationship between earnings, employment-related and human 
capital variables, and how this relationship varies for men and women, managers 
and non-managers, inside and outside tourism; 
• To decompose the gender pay gap into a part that is explained by differences 
between women and men's characteristics, and a part that cannot be explained by 
such differences and may be attributed to discrimination. 
Q2. How do women top 
managers themselves articulate 
the circumstances under which 
they have reached the top? 
 
• To outline and analyse female top managers’ career in tourism organisations, 
pinpointing moments and factors that women identify as critical ones in their 
careers: facilitators and enablers of success; key moments; difficult moments and 
career obstacles; 
• Analyse whether women value more their agency and individual factors, or external 
factors. 
Q3. How do gendering 
processes affect women in 
tourism organisations and how 
can the identification of 
gendering processes contribute 
to a better understanding of 
gender in the tourism sector? 
 
• To identify Acker’s gendering processes in women’s current and previous 
organisations, and analyse how these have influenced their careers; 
• To analyse how the gendering processes are intertwined; 
• To investigate women managers’ experiences and perceptions of overt and hidden 
discrimination; 
• To analyse how gendering processes can be a useful tool for identifying 
discrimination in organisations. 
Q4. What is the influence of the 
family context and the traditional 
family ideology on women’s 
construction as mothers and as 
economically active beings? 
• To analyse how family and career decisions affect each other; 
• To analyse work-family balance/conflict, and positive/negative feelings stemming 
from it; 
• To analyse work-family balance strategies used by women; 
• To analyse the gendered division of tasks at home and identify signs of evolution; 
• To analyse whether the gendered discourse of the traditional family ideology is 
present in women’s discourses, and how this affects women’s construction as 
economically active beings. 
Q5. How do women do, undo or 
re-do gender in the different 
contexts of their lives? 
 
• To analyse the presence of masculinities and femininities in women’s definitions of 
‘good leadership’ and of their own leadership styles; 
• To analyse the consequences of doing gender well and differently for challenging or 
confirming both constructions of management and gender role expectation; 
• To analyse to what extent women balance feminine and masculine enactments in 
order to be perceived as efficient leaders; 
• To analyse to what extent these women are opening up new possibilities for 
understanding and doing gender. 
Q6. How do women accept or 
challenge the gender order in the 
different contexts of their lives? 
• To examine women’s awareness (or lack thereof) of the existence of gendered 
structures in tourism organisations; 
• To analyse to what extent women accept or challenge the gender order in the 
different contexts of their lives; 
• To analyse how women managers’ ways of doing or re-doing of gender challenge 
the gender order; 
• To analyse women’s suggestions of how the traditional gender order can be 
disrupted in the tourism sector. 
Q7. To what extent is the tourism 
sector women-friendly vs. 
reinforcing of gendered patterns 
of employment? 
• To examine characteristics of tourism businesses and tourism labour which 
reinforce gendered patterns of employment;  
• To analyse characteristics of the tourism sector that might be ‘women-friendly’ and 
favourable for gender equality. 
Source: developed by the author 
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The purpose of the first sub-question (Q1) is to provide a broader picture of employment conditions, 
gender inequalities and gendered patterns of employment in the tourism sector, particularly among senior 
managers. Special focus is given to a detailed analysis of the gender pay gap. A matched employer-
employee dataset comprising all Portuguese businesses is used to characterise employment in hotels, 
travel agencies and tour operators, and compare it with employment in the economy as a whole. The 
methodological approach used is quantitative. The hypotheses developed in relation to this part of the 
study are presented in Section 5.5.3 Hypotheses. 
The remaining research questions are primarily related with the qualitative approach. The second 
research question (Q2) aims to analyse women’s views about their career development and how they 
articulate the circumstances under which they reached the top. This way, women’s interpretations of their 
own career paths are brought to the centre stage. 
After that, women’s discourses and views of how they reached the top are interpreted from a gender-
aware, feminist and poststructuralist perspective. In the third sub-question (Q3), emphasis is given to 
gendering processes and discrimination in organisations. Acker’s (1990, 1992, 2012) theorising on the 
gendered organisation and gendered processes frames this analysis. 
The purpose of the fourth sub-question (Q4) is to analyse how women’s family context and the traditional 
family ideology influence women’s constructions as mothers and economicaaly active beings. Research 
participants’ work-family balance is analysed, as well as the positive and negative feelings they associate 
with it. Their strategies for balancing both spheres are analysed, together with the gendered division of 
tasks in their households. Finally, it is investigated to what extent the traditional family ideology permeates 
women’s discourses and their own internal gender constructions, or whether they are critical of it. 
The fifth sub-question (Q5) is related with women’s perceptions of how they do, undo or re-do gender 
differently in their organisations, in the sector and in their families. It is analysed to what extent these 
women act in congruence or not with their sex category or perform appropriate or alternative expressions 
of femininity.  
In the sixth sub-question (Q6), it is analysed how women accept or challenge the gender order in their 
organisations, in the tourism sector and in their families. Women’s awareness of the existing gender order 
and gendered structures in tourism organisations is also analysed. 
The last sub-question (Q7) is a concluding overall research question that intertwines the conclusions from 
both the quantitative and the qualitative approaches. It is analysed to what extent tourism is women-
friendly, or if it reinforces gendered patterns of employment and gender inequalities.  
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5.4 Research Design 
According to Denzin and Lincoln (2011a, p. 14), ‘a research design describes a flexible set of guidelines 
that connect theoretical paradigms, first, to strategies of inquiry and, second, to methods for collecting 
empirical material’.  
While positivist research designs put a lot of effort into trying to anticipate problems, finding a place in the 
literature for the topic under analysis, defining well-formulated hypotheses and predetermining strategies 
for data collection and analysis, in interpretive/constructionist research ‘the researcher may follow a path 
of discovery’ (Denzin & Lincoln, 2011b, p. 244), including a change of methods after the first stage of the 
study. Hence, the research design of the bricoleur is flexible and not rigidly defined a priori, so as not to 
obstruct the introduction of new understandings and allow for the accommodation of ‘new and unexpected 
empirical materials and growing sophistication’ (Denzin & Lincoln, 2011b, p. 244). The researcher should 
adopt a flexible research approach which adapts to emerging data (Letherby, 2003).  
As in bricolage, the research design was only established after the first stages of the qualitative study 
since better knowledge of the specific context was necessary. In fact, the context influences which 
practices can be employed, and the choice of research practices depends upon the questions that are 
asked, and the questions depend on the context, as well as what can be done in that setting (Nelson et al. 
1992, as cited in Denzin & Lincoln, 2011a). Therefore, the quantitative and qualitative study constantly 
reshaped each other, due to the questions emerging during data collection and interpretation. There was a 
process of iteration between research design, data collection and interpretation of results. 
The methodology adopted in terms of the selection of individuals, methods for data collection, analysis 
and interpretation is summarised in the table presented at the end of this section. As mentioned before, 
this is a mixed methods research study, which means that it includes both quantitative and qualitative 
analysis. The first phase involves quantitative analysis of secondary data. Secondary data are data 
collected by someone other than the researcher. In this study, the secondary data used consist of a large 
and high-quality matched employer-employee dataset, with information about all businesses and workers 
in the Portuguese private sector. It would have been unfeasible for the researcher to collect such a 
magnitude of data only by herself. The second phase of this investigation has a qualitative nature and 
uses primary data. Primary data are data collected by the researcher that is conducting the investigation, 
and usually consists of surveys or, as is the case in this study, interviews.  
The aim of the quantitative phase of the research is to provide a picture of employment in the tourism 
sector, namely concerning inequalities between women and men, as well as of the organisational structure 
of companies in the hotel and travel sectors. This quantitative analysis provides crucial information for the 
characterisation of the Portuguese tourism sector. However, it is the qualitative study which provides a 
better understanding of the research problem. The qualitative part started with an exploratory study carried 
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out at an early stage of the research process, which consisted of an interview with a woman who has an 
outstanding career in the tourism field. Only after this interview was it possible to define more precisely the 
scope, goals and subsequent steps to be followed in this research. Women in management positions in 
both the hotel sector and the travel industry were then interviewed face-to-face, by phone or Skype. With 
this empirical data, it was possible to analyse several perspectives of the issue under analysis: female 
managers in larger companies vs. female managers in smaller companies; women entrepreneurs vs. 
women employees; travel vs. hotel industry; mothers vs. childless women (Figure 5.2).  
 
 
Figure 5.2 Overview of the different types of women analysed 
 
The questions that arose as the material was collected and analysed had an impact on the subsequent 
path to follow. The combination of multiple perspectives and methods should not be regarded as a 
strategy or a tool for validation, since it is not possible to capture objective reality (Denzin & Lincoln, 
2011a). However, it increases rigor, adds complexity, as well as richness and depth to the study (Denzin & 
Lincoln, 2011a). 
In this study, there is an attempt to provide an integrated approach by connecting the conclusions 
concerning the structures of tourism companies and tourism employment (quantitative data) with the 
experiences of some of the women who are top-level managers in these organisations (qualitative data). 
Establishing this connection is important because these two worlds are not isolated and independent. 
They mutually affect each other. 
In the following sections, several methodological considerations will be presented regarding specific 
aspects of both the quantitative and the qualitative phases of the study. 
  
Small, medium 
and large 
businesses
Several age 
ranges
Hotel 
establishments 
+ Travel 
businesses
Mothers 
(different life 
cycle stages) 
and childless 
women
Entrepreneurs 
vs. employees
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Table 5.2 Overview of the research plan 
Overarching 
perspective 
Gender-aware, feminist perspective 
 
Methodological 
approach 
Mixed methods research (QUAL +quan); bricolage 
 
 QUANTITATIVE PART QUALITATIVE PART 
Paradigm  Post-positivism Feminist Post-constructionism 
Logic Mostly deductive, but also inductive (after seeing 
some results, more hypotheses were developed). 
Iteration between deductive and inductive 
approaches. 
Purpose Quantifying, generalising Understanding 
Generalisation 
of results 
Generalisable, but with a historical and social 
contextualisation of the findings. 
Analytical generalisation (Kvale & 
Brinkmann, 2009) 
Epistemology Objective, but recognising that the researcher 
can add bias to the research, acknowledging that 
truths are fallible (Jennings, 2005). 
Situated knowledge (Haraway, 1991); 
reflexive ‘objectivity’ (Kvale & Brinkmann, 
2009). 
Phenomena 
studied 
Organisational structure of hotel establishments 
and travel agencies/ tour operators; 
Employment conditions, gender inequalities, the 
gender pay gap and gendered patterns of 
employment in hotel establishments and travel 
agencies/ tour operators, in particular among 
senior managers. 
Experiences and perceptions of women 
top-level managers in hotel establishments 
and travel agencies/tour operators. 
Type of data Secondary Primary 
Collection of 
data 
Databases Quadros de Pessoal 1985-2009 and 
Relatório Único/Annex A 2010-2012 (compulsory 
longitudinal matched employer-employee micro-
data sets) accessed during 2013-2015 at the 
Portuguese Office for Strategy and Studies’ 
(GEE/MEE) office.  
Semi-structured in-depth interviews (face 
to face, by phone or Skype) + follow-up 
questions by e-mail (in two cases 
questionnaires were applied instead of 
interviews). 
Ethical 
procedures 
Following the statement of responsibility signed 
with GEE/MEE. For more details, see Section 
5.7.1. 
 
 
Moral responsibility from the researcher for 
her interpretation of the reality; informed 
consent and confidentiality; ‘thick’ ethical 
description (Kvale & Brinkmann, 2009); 
research participants as collaborators (not 
as ‘raw material’) (see Section 5.7.1) 
Participants All business units (companies, establishments 
and their personnel) with at least one wage-
earner in the Portuguese economy. 
Female top-level managers in hotel 
establishments and travel agencies/tour 
operators (preceded by a pilot exploratory 
study with one of these women). 
Sampling The whole population analysed was surveyed. Stratified purposeful sampling (based on: 
company size and economic activity, i.e. 
hotel establishments vs. travel agencies 
and tour operators) combined with 
snowball sampling.  
Inquiry period 1985-2012 (except 1990 and 2001 for the 
workers’ file) 
November 2012 – November 2014 
Data analysis Univariate, bivariate and multivariate, exploratory 
and confirmatory statistical analyses  
Thematic analysis with narrative elements 
Software used SPSS 16 and Stata 12 NVivo 
Source: based on: Haraway (1991); Jennings (2005); Kvale and Brinkmann (2009); Sousa (2012). 
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5.5 The Quantitative Approach 
The database Quadros de Pessoal (QP) and Relatório Único (RU) were the sources of information for the 
quantitative part of this research. QP and RU, provided by the Portuguese Office for Strategy and Studies 
(GEE/MEE – Gabinete de Estratégia e Estudos, Ministry of the Economy and Innovation), are compulsory 
longitudinal matched employer-employee micro-data sets covering all business units with at least one 
wage-earner in the Portuguese economy. They are very rich data sets, with comprehensive and detailed 
information that allows for the characterisation of the labour market. The main limitation of these 
databases concerns the exclusion of employment in the public sector and non-structured employment (V. 
Ferreira, 2010). L. D. Santos and Varejão (2007) pointed out that the problem with this dataset is that it is 
likely to misrepresent short-term employment contracts, since answers are collected in October, which is 
an off-peak period for the tourism industry.  
QP contains data from 1985 to 2009 and RU contains data from 2010 onwards. ‘Relatório Único’ can be 
directly translated as ‘single report’, and it contains six annexes: annex A refers to personnel; annex B to 
labour turnover; annex C to the annual report on further education; annex D to the annual report on safety 
and health activities; annex E to strikes; and annex F to service providers. Annex A provides the data used 
in this research. QP and RU/Annex A consist of three files each: companies, establishments and workers. 
Each file has several variables (see Appendix 26 and Appendix 27). In the present study, the three files 
were merged and used.  
In most analyses, it was decided to either focus on the establishment or the company level instead of both, 
in order to simplify the presentation of the data and not to confuse the reader. Therefore, the company 
level was chosen for most of the analyses, except analyses concerning the regional level, since it is more 
relevant to know how business establishments are distributed throughout the country or the regions where 
tourism workers are employed, than to have information concerning the regions where the headquarters of 
companies are located. This is also the approach adopted in the official reports concerning the database 
Quadros de Pessoal authored by GEE/MEE. 
Most of the analyses done concern the RU database for 2012, which was the most recent database when 
the quantitative analysis was carried out. The database for this year had the limitation of not including the 
Azores19, for which there was no data available since 2010. Still, it was decided that it was preferable to 
have the most recent data available due to great shifts in the labour market in a time of crisis and, hence, 
the database for 2012 was used. Besides, the Azores are the smallest region in terms of number of 
companies and workers. In 2009, the Azores corresponded to only 2.0% of all business establishments 
and 1.9% of all the workers in the database for that year. Therefore, the absence of the Azores in the 
database is not likely to have a significant impact on overall results at the national level. 
                                                          
19 See the map of Portuguese regions (NUT II) in Appendix 28. 
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In some analyses, other years are also used besides 2012, in order to investigate the evolution of some 
indicators. The available data comprise all the years between 1985 and 2012, except 1990 and 2001, for 
which there is no corresponding workers’ database. Some of the variables were only included in the 
survey in the most recent years (see Appendix 26 and Appendix 27). In the following sections, important 
issues related with the quantitative research phase are presented and discussed. 
5.5.1 Economic sectors under analysis  
According to the Tourism Satellite Account, there are seven tourism characteristic products: 
accommodation services; food and beverage serving services (F&B); travel agency, tour operator and 
tourist guide services; passenger transportation services; cultural services; recreation and other 
entertainment services; and miscellaneous tourism services (OECD, UN, WTO, & Commission of the 
European Communities, 2001). However, it was decided to focus this study on the accommodation and 
travel sectors. There were two reasons for this. The first one was that in a previous study to which the 
researcher contributed (Costa et al., 2012a), it was found out that these were the tourism characteristic 
activities that employed the majority of tourism graduates in Portugal, and one of the initial goals of this 
thesis was to analyse the career paths of male and female graduates. The second reason was that much 
of the employment and income generated in large sectors like food and beverage and transportation is not 
due to tourism but rather to local demand. Therefore, this investigation focuses only on the 
accommodation (specifically, hotels) and travel sectors. 
In the quantitative analysis carried out, the results for the accommodation and travel sectors are compared 
with those concerning the economy as a whole. However, some subtypes of accommodation and travel 
organisations were excluded from the analysis. The table in Appendix 29 shows those economic activities 
that were included (without shading), as well as the ones that were excluded (light grey shading). The 
nomenclature of economic activities is according to the Portuguese Classification of Economic Activities – 
Revision 3 (CAE – Classificação Portuguesa das Atividades Económicas - Rev. 3). The economic 
activities analysed according to CAE-3 digits were CAE 791 (travel agencies and tour operators) and CAE 
551 (hotel establishments). Since the Portuguese Classification of Economic Activities underwent several 
revisions between 1985 and 2012, Appendix 30 provides an overview of the economic activity codes used 
in the analyses concerning 1985 and 2012 
In an earlier phase of the research, the intention was to include all the economic activities listed in 
Appendix 29 (CAE 55 and 79). At this time, an article was written which reflected a preliminary analysis of 
the data (Carvalho, Costa, Lykke, & Torres, 2014). However, it was decided afterwards to narrow down 
the field of study and to leave out holiday and short stay accommodation, camping and caravan sites, as 
well as the lodging units classified under ‘other accommodation’. The reason for this decision was that this 
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kind of accommodation units has very distinct characteristics from those of the remaining accommodation 
units. For instance, many rural tourism businesses, which make up most of the business units under 
‘holiday and short stay accommodation’, are associated with agriculture. Therefore, these companies do 
not seem to provide the best context for the analysis of the research questions20. With their exclusion, it 
was possible to achieve a slightly more homogeneous population. Appendix 31 provides an overview of 
the relative weight of each type of business under analysis. Appendix 32 provides an overview of the 
number of companies and establishments considered for 2012. It can be concluded that hotel 
establishments comprise most of the companies under analysis.  
5.5.2 Some considerations about the variables used  
The variables used in the quantitative analyses are listed in Appendix 26 (for QP) and Appendix 27 (for 
RU). Appendix 33 contains a list of the new variables created during data analysis. Remuneration is one of 
the most important indicators under analysis, since it shows how rewards from work are distributed 
between men and women. As can be seen in Table 5.3, the QP databases contain information concerning 
four types of remuneration and, in the RU databases, there is data for three further types of remuneration. 
These three new types of remuneration were calculated by GEE/MEE with basis on the four ‘original’ 
remuneration variables.    
 
Table 5.3 Types of remuneration covered both by QP and RU databases (white cells), and types of remuneration only 
included in the RU database (shaded cells) 
Concept Definition 
Base salary Gross amount (prior to any deductions or taxes) paid to the workers monthly, concerning 
the month of October and corresponding to the normal working hours. 
Regular bonuses and 
allowances 
Gross amount of wages paid on a regular monthly basis for lunch, transportation or 
accommodation allowance, for seniority, productivity or attendance bonuses, bonuses 
for hard, dangerous or dirty work, or allowances for shift or night work. 
Remuneration for 
overtime work (carried 
out in October) 
Gross amount corresponding to the overtime working hours carried out in October.  
Irregular payments 
(paid in October) 
Gross amount paid during October on an irregular basis, i.e. not paid on a monthly 
basis. For example: share of profits, bonuses, indemnities, arrears, productivity or 
attendance bonuses not paid on a monthly basis, Christmas or holiday allowance if paid 
in October. 
Earnings (ganho) Base salary + regular bonuses and allowances + remuneration for overtime work 
(during October). 
Earnings brackets 
(monthly) 
The variable earnings was transformed into a new categorical variable. In this new 
variable, earnings are presented in categories.  
Source: developed by the author based on the definitions provided by GEE/MEE. 
                                                          
20 During the initial stage of the qualitative research a survey was sent to all accommodation and travel businesses. 
Several respondents, mostly from rural tourism businesses, mentioned that the topic of this investigation did not 
make much sense in their context. Although one could argue against this, it was decided to leave these organisations 
out of the analysis.  
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When analysing remuneration in this research, four key concepts were used and new variables were 
computed with basis on the variables that were available. These concepts are clarified in the table below 
(Table 5.4). 
Table 5.4 Definition of the key concepts concerning remuneration used in the quantitative analysis 
Concept Definition 
Base salary As defined in Table 5.3. 
Hourly base salary Base salary divided by the number of normal working hours (during October). 
Earnings (ganho) As defined in Table 5.3. 
Hourly earnings Earnings divided by the number of normal working hours and extra working hours 
(during October) 
Gender pay gap The unadjusted gender pay gap represents the difference between average (gross) 
hourly earnings of male paid employees and of female paid employees as a percentage 
of average (gross) hourly earnings of male paid employees21  
Source: developed by the author based on the definitions provided by GEE/MEE and Eurostat. 
Different types of remuneration are analysed because each type of remuneration highlights different 
aspects that should be taken into account: 
 It is important to calculate earnings, since there is some evidence that men are more likely than 
women to receive bonuses, allowances or remuneration for overtime work (V. Ferreira, 2010; 
Kate Purcell, 1997; Ranftl, 2006). Hence, the gender pay gap might be wider in relation to 
earnings than to base salaries. Therefore, it is important to compare both variables; 
 It is also important to calculate the hourly rate of earnings, given that workers have different 
amounts of working hours. This way a more reliable comparison is assured. Other studies relied 
on a similar strategy (Cardoso, 1997; Vieira, 1999, as cited in Pimenta, 2011); 
 However, analyses of monthly remuneration are also relevant, because they can reveal deeper 
inequalities and the differences in the real living wages of men and women (Warren, 2010); 
 Finally, analysing the earnings brackets sheds a different light on the data, because mean 
salaries may not be a fair representation of the data, since they are the salaries of an ‘average’ 
worker that does not exist. A categorical variable offers the possibility of having a more realistic 
view of the distribution of workers across the spectrum of salaries. 
 
When analysing remuneration, only employees who received their complete base salary during the month 
of October of the reference year were considered. Employers, unpaid family workers and active members 
                                                          
21 Eurostat’s definition: http://ec.europa.eu/eurostat/web/labour-market/earnings 
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of productive cooperatives were excluded. By default, the databases do not contain any information on the 
remuneration of employers. There are also other variables that by default only present information about a 
certain groups of workers. When the analyses did not include all the workers, this was mentioned in the 
text. 
5.5.3 Hypotheses 
Quantitative hypotheses are predictions that the researcher makes about the expected relationships 
among variables, and they are often used when the investigator compares groups. The hypotheses 
formulated were mostly directional. Directional hypotheses make predictions about the expected result 
with basis on prior literature on the topic that suggests the potential outcome (Creswell, 2014). The 
research hypotheses for the quantitative part of the study are presented below. The specific research 
goals to which these hypotheses contribute are written above the hypotheses.  
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Table 5.5 List of hypotheses of the quantitative study 
1. To characterise the structure of tourism businesses. 
H1: The number of workers in tourism businesses is smaller than in the economy as a whole. 
2. To analyse the employment conditions, gender inequalities, gendered patterns of employment and the gender pay 
gap, comparing men and women, particularly male and female senior managers in tourism businesses and in the 
economy as a whole. 
a. Broadly characterise the workforce of travel businesses and hotel establishments. 
H2: Most tourism workers are women. 
H3: Most employers are men. 
b. Investigate the security and stability of employment for women and men employed in these sectors.  
H4: Contracts are less stable in the tourism industry than in the economy as a whole. 
H5: Men are more likely than women to have permanent contractual arrangements. 
H6: Men are more likely than women to have a longer tenure in the same company. 
H7: Senior managers are more likely to have permanent contracts than the remaining workers. 
c. Compare the distribution of working hours among men and women. 
H8: Working hours are often longer in the tourism sector than in most other economic activities. 
H9: Men tend to have longer working hours than women. 
H10: Men are more likely than women to work paid extra hours. 
H11: Part-time employment is more widespread in the tourism sector than in the economy in general. 
H12: Most part-time workers are women. 
H13: Part-time work is less common among senior managers than among workers in general. 
d. Analyse the levels of education attained by male and female workers in hotels and travel agencies, as well as in the 
economy as a whole. 
H14: In tourism, levels of education are lower than in the economy as a whole. 
H15: Women have higher levels of education than men. 
H16: Women senior managers have higher levels of education than their male counterparts. 
e. Explore patterns of gender occupational segregation in these sectors.  
H17: The tourism sector and the overall economy are horizontally segregated. 
H18: Men fill higher hierarchical positions than women. 
H19: Low skilled jobs are abundant in tourism, as compared to the whole economy. 
f. Analyse salaries/earnings and the gender pay gap in the tourism field as compared to the other economic activities. 
H20: Tourism jobs are paid below the average. 
H21: Women earn less than men across the economic sectors studied. 
H22: The disparity between women and men is wider in relation to monthly earnings than to monthly base salary. 
H23: Part-time workers have lower hourly earnings than full-time workers. 
H24: Graduates have lower earnings in tourism than in other economic fields. 
H25: Senior managers have earnings above the average. 
H26: The unadjusted gender pay gap is wider among senior managers than among workers in general. 
3. To examine the relationship between earnings, employment-related and human capital variables, and how this 
relationship varies for men and women, managers and non-managers, inside and outside tourism. 
H27: Company size has a positive effect on hourly earnings. 
H28: Hourly earnings are higher in travel businesses than in hotels if all other variables are held constant. 
H29: If all other variables are held constant, part-timers have lower hourly earnings than full-timers. 
H30: Education has a positive effect on hourly earnings. 
H31: All else equal, senior managers have the highest earnings. 
H32: Women have lower hourly earnings than men if all other variables are controlled for. 
4. To decompose the gender pay gap into a part that is explained by differences between women and men's 
characteristics, and a part that cannot be explained by such differences and may be attributed to discrimination. 
H33: Company size increases the pay gap among employees in general. 
H34: Company size increases the pay gap in senior management. 
H35: Education increases the pay gap among employees in general. 
H36: Education increases the pay gap in senior management 
H37: Tenure increases the pay gap among workers in general. 
H38: Tenure increases the gender pay gap in senior management. 
H39: Vertical segregation increases the gender pay gap. 
H40: The part of the gender pay gap that is due to discrimination is larger for senior managers than for employees in general. 
H41: The part of the pay gap that is attributed to discrimination is lower in the tourism industry than in the whole economy. 
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5.5.4 Methods for quantitative data analysis 
SPSS 16 (Statistical Package for the Social Sciences) was used for most of the statistical analyses. The 
aim of these analyses was to characterise the organisational structure of the tourism sector, as well as the 
gendered employment patterns in the field, in particular among senior managers. Stata 12 was used to 
perform Blinder-Oaxaca decompositions and analyse the gender pay gap. The statistical techniques used 
are listed in Table 5.6. 
Table 5.6 Statistical techniques used in quantitative analysis 
Statistical techniques used and purpose Examples of variables used 
Exploratory analysis 
Analysis of frequencies, crosstabs, means, standard 
deviations, medians, outliers, normality, 
heterogeneity of variances 
Analysing and comparing the results for one or more 
variables with the results of other variables. 
Characterisation of the business structure by economic 
activity;  
Characterisation of the profile of the workforce and their 
employment conditions, mostly by comparing the values 
for the following variables by sex, economic activity, 
etc.: status in employment, country of origin, region of 
the establishment, business size (number of 
employees), type of contract, type of working 
arrangement, level of education, occupation, level of 
qualification, remuneration. 
Confirmatory analyses 
Pearson’s chi-square test 
Determining if two categorical variables are related. 
 
Association of the variable ‘sex’ with the following 
variables: status in employment, company size, type of 
contract, tenure (categorical), type of working 
arrangement, occupation, level of qualification. 
 
T test (independent samples) 
Comparing the means between two unrelated groups on 
the same continuous and dependent variable. 
Dependent variables: age, tenure, normal working 
period, monthly extra working hours. 
Grouping variable: sex. 
Mann-Whitney-Wilcoxon test 
Testing differences between two independent groups on 
a continuous measure. Non-parametric alternative to the 
t test. 
Dependent variable: levels of education. 
Grouping variable: sex. 
Multiple linear regressions/ Ordinary Least Squares 
Analysing changes on the value of the dependent 
variable with variations in any one of the independent 
variables, while the other independent variables are 
controlled for.  
In a linear regression model, ordinary least squares 
estimate the unknown parameters in order to minimise 
the differences between the observed responses in 
some arbitrary dataset and the responses predicted by 
the linear approximation.  
Dependent variable: Hourly earnings in logarithm.  
Independent variables: education, sex, age, tenure, size 
of the business establishment, level of qualification, 
region, industry, among others. 
Blinder-Oaxaca decomposition 
Decomposing the gender pay gap in an explained and 
an unexplained part. 
Dependent variable: Hourly earnings in logarithm.  
Independent variables: education, age, tenure, size of 
the business establishment, level of qualification, region, 
industry, among others. 
Grouping variable: sex. 
Source: developed by the author based on Pallant (2003); Marôco (2014). 
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While presenting the results, the researcher chose, in most cases, to present the ‘percentage within sex’, 
since the male and female samples have different sizes. The reason for this choice was to take 
proportionality into account. The level of statistical significance for the analysis was set at 5%, which 
represents the probability of rejecting the null hypothesis when this one is false, that is, the alternative 
hypothesis is true (Type I error). 
In regressions and wage decompositions the logarithm of wage (𝑙𝑜𝑔(𝑊)) is often used instead of wage 
in linear form (𝑊). When analysing the histogram and the normal p-p plot of regression standardised 
residuals, it was concluded that using the logarithm of hourly earnings as the dependent variable would 
result in a regression with more normally distributed residuals. This would not be the case if hourly 
earnings in linear form were used instead. This suggests that the factors that contribute to the increase of 
the salary produce multiplicative increments instead of additive ones. The earnings distribution is positively 
skewed in part due to minimum wage.  
However, this slight deviation from normality is not likely to pose problems in the present study. According 
to Lumley, Diehr, Emerson, and Chen (2002), normal distribution of residuals is not a required assumption 
in least-squares regressions in sufficiently large samples, when the aim is to make inferences about the 
association between variables, but only when the regression is used to predict outcomes for individuals, 
which is not the case in the present study.  
5.5.5 The Blinder-Oaxaca decomposition 
According to R. Oaxaca (1973, p. 694), ‘discrimination against females can be said to exist whenever the 
relative wage of males exceeds the relative wage that would have prevailed if males and females were 
paid according to the same criteria’. For Jones and Kelley (1984) there is discrimination ‘when the market 
values the same bundle of productivity-related characteristics differently for one group (say, women) than 
for another (say, men)’ (p. 324). These definitions raise the following questions: what are the variables that 
must be considered when explaining wage differences, and how can the non-discriminating wage 
structure be represented? 
The Blinder-Oaxaca decomposition is a procedure that addresses these questions (Blinder, 1973; 
Oaxaca, 1973). It is used to study mean outcome differences between groups. Although one of its most 
frequent applications is in the study of labour market outcomes by group, e.g. sex or race, it can also be 
used in other fields, such as the study of health inequalities by poverty status (O’Donnell, Doorslaer, 
Wagstaff, & Lindelow, 2008). 
In the present study, the Blinder-Oaxaca technique is used to decompose the gender pay gap in two parts, 
and explain which part of this differential is due to differences in observable attributes of the individuals 
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(i.e. human capital) or in workplace characteristics (e.g. region, business size), and which part cannot be 
explained by such observable differences in attributes. The part that cannot be explained by differences in 
attributes or workplace characteristics represents the portion of the gender pay gap due to the salary of 
men and women being affected differently by the same factors (e.g. education adding more to a men’s 
salary than a women’s). Therefore, this quantity is considered a measure of discrimination. In this 
investigation, this procedure is used to analyse the gender pay gap firstly among tourism and non-tourism 
workers, and then among senior managers inside and outside of the tourism sector22. 
Since discrimination is calculated after taking into account the differences in the attributes of individuals, 
caution is needed when interpreting the results. According to Daymont and Andrisani (1984) and Cotton 
(1988), discrimination may be over- or under-estimated due to a number of factors: sample selectivity, 
poor measurements, data limitations, omitted variables, among other factors. Nevertheless, these authors 
advocate that interpreting the unexplained proportion of the gender wage gap as discrimination can be a 
reasonable first approximation for estimating pay discrimination. 
There are several distinct methods that can be used to decompose wages in the ‘observable’/ ‘explained’ 
component and the ‘unexplained’/’discrimination’ component. They all start with the estimation of 
Mincerian-type equations (Mincer, 1974) for two groups, men and women. Mincer’s model states that a 
worker’s earnings can be expressed as: 
  (1) 
where ln wi is the ith individual’s wage in natural logarithm, Ei corresponds to years of completed schooling, 
Expi is work experience in years, Expi is experience, εi is a stochastic error term and α0, ß1, ß2 and ß3 
denote the parameters to be estimated.  
Mincer’s equation captures the effect of the human capital variables on wages, but in studies in which 
wages are decomposed, this equation can be augmented to include variables related with characteristics 
of the employer and the workplace. Appendix 34 provides an overview of the predictors frequently used in 
studies that decompose the wage differential between groups. Equation (1) can be rewritten separately to 
men and women as shown below: 
       (2) 
      (3) 
                                                          
22 As in the previous sections concerning the quantitative part of the study, the term ‘tourism’ is used for simplicity, instead of hotel 
establishments, travel agencies and tour operators. 
158 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
Where Xm and Xf represent the array of predictors, ßm and ßf the corresponding array of coefficients, εm 
and εf are stochastic error terms, and subscripts m and f indicate group membership (m for males and f for 
females). The outcome variable is the wage in logarithm. 
As a result, the average gender pay gap (in logarithm form) is given by:  
    (4) 
This linear model can be rearranged so that it is possible to identify the contribution of group differences in 
predictors to the overall gender pay gap. Different approaches to finding the components of group 
differences have been proposed. The main differences between these models are related with the way the 
non-discriminating wage structure (from here referred to as ß*) is estimated. The main differences 
between the most used models are briefly explained in the next section. 
5.5.5.1 Approaches to decomposing wage differences between groups and measuring 
discrimination 
Oaxaca (1973) proposed two alternative forms of decomposing the pay gap on the basis of either of two 
assumptions. The first assumes that if there was no discrimination, the wage structure faced by women 
would also apply to men, and the second assumes the reverse, i.e. that in the absence of discrimination, 
the wage structure faced by men would also apply to women. The first assumption implies that wage 
discrimination is only directed against women and that there is no nepotism toward men. In the absence of 
discrimination, women would receive the same wages but men would receive less (Oaxaca, 1973). The 
second assumption is that there is no negative discrimination of women, but only positive discrimination of 
men. Therefore, according to Oaxaca (1973), the non-discriminating wage structure either corresponds to 
the women’s wage structure or to men’s wage structure (i.e. ß* = ßf or ß* = ßm, respectively). 
Other authors suggest an augmentation of the decomposition equation with the introduction of an 
interaction term (Daymont & Andrisani, 1984; Jann, 2008; Jones & Kelley, 1984; Thomsen, Gernandt, & 
Aldashev, 2008; Winsborough & Dickenson, 1971). The expression below estimates the non-
discriminating wage structure in a similar way to that of Oaxaca (1973), but it has an additional 
component. Therefore, this approach is called a ‘threefold’ decomposition, and can be written as: 
 
 (5) 
This decomposition is expressed from the perspective of women, but it can also be reformulated from the 
perspective of men (Jann, 2008). The first component estimates the expected change in women’s wages if 
they had men’s predictor levels, i.e. the same characteristics as men. Therefore, group differences in the 
explanatory variables are weighted by women’s coefficients to determine the ‘endowments’ effect. The 
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second component (the ‘coefficients effect’) estimates the expected change in women’s wages if they had 
the coefficients of the male group but maintained their current predictor means. It measures the 
contribution of sex differences in regression coefficients, including differences in the intercepts, using the 
female means as a standard. It is our measure of ‘discrimination’. Finally, the third component is an 
interaction term that corresponds to the percentage of the differential that can be explained by the fact that 
male returns tend to be greater for those characteristics for which men have higher means (Daymont & 
Andrisani, 1984; Thomsen et al., 2008). It also captures the perception of past discrimination (Daymont & 
Andrisani, 1984) and measures the simultaneous effect of differences in endowments and coefficients. 
 
For Jones and Kelley (1984), a twofold decomposition can be adequate if there is evidence that the 
interaction term is an aspect of ‘discrimination’ (in which case the ‘discrimination’ will be larger). Otherwise, 
it is more reasonable to keep the interaction term separate, as in the threefold decomposition presented 
above.  
In contrast to the assumptions of the model presented above, several economists argue that there is no 
reason to assume that the coefficients of either men or women are non-discriminating. Such assumptions 
are too abstracted from the reality of wage discrimination, because the undervaluation of a group is 
usually associated with the overvaluation of the other, and they are mutually reinforcing (Cotton, 1988). In 
fact, several economists argue that neither structure would prevail in the absence of discrimination (Jann, 
2008; Neumark, 1988; Reimers, 1983). Hence, bearing in mind that ß* is the non-discriminatory coefficient 
vector, several authors have posited a new wage structure (Cotton, 1988; Neumark, 1988; Oaxaca & 
Ransom, 1994; Reimers, 1983):  
 (6) 
Different ways of estimating the non-discriminatory coefficient vector have been proposed: Reimers (1983) 
suggested the use of the average coefficients over both groups; Cotton (1988) advocated weighing the 
coefficients by the group sizes; Neumark (1988) proposed the use of the coefficients from a pooled 
regression over both groups as an estimate for ß*; Oaxaca and Ransom (1994) suggested using a 
weighted vector of the estimated vectors of coefficients and the definition of ß* corresponded to the choice 
of the weighting matrix W. Since the procedure by Neumark (1988) can overstate the explained part of the 
decomposition by transferring some of the unexplained part of the differential into the explained 
component23, Jann (2008) recommends always using a group indicator in the pooled model as an 
additional control variable. In this case, two group-specific regression models and an additional pooled 
regression model regression are estimated before the decomposition is performed. This decomposition 
                                                          
23 This is due to the residual group difference spilling over into the slope parameters of the pooled model and distorting the 
decomposition results (Jann, 2008). 
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causes the coefficients from a pooled model to be used, and the pooled model contains a group 
membership indicator (Jann, 2008).  
5.5.5.2 Methodological notes – detailed decomposition and decomposition results for 
categorical regressors 
A problem identified in the literature is that the detailed decomposition results for categorical regressors 
depend on the choice of the omitted base category (Jann, 2008; Jones & Kelley, 1984; Oaxaca & 
Ransom; Yun, 2005). In regression equations, categorical variables are usually modelled as ‘dummy’ 
variables, i.e. variables that take the value of 0 or 1 for each category of the original variable. On such 
regressions, either the constant term or one of the dummies has to be removed and to become the base 
category to avoid perfect collinearity. However, decomposition results depend on the base category 
chosen. While the explained part of the decomposition is not affected by this choice, for the unexplained 
part, changing the base category will not only alter the contribution of the single dummies, but also the 
contribution of the whole categorical variable. In Stata 12 software, this problem is solved by using the 
command categorical, which identifies sets of dummies that represent categorical variables. It transforms 
the coefficients so that the results of the decompositions do not vary according to the choice of the omitted 
base category (Jann, 2008), because the transformed coefficients reflect deviations from the grand mean, 
rather than deviations from the reference category.  
It is of interest not only to decompose the wage differential in an explained and unexplained part, but also 
to analyse the detailed contribution of single explanatory variables or sets of regressors. It is not 
problematic to identify the contribution of individual predictors to the explained component of the 
differential, because it is a simple sum of the individual contributions. However, if the regressors do not 
have natural zero points, the contributions to the unexplained component of the differential can change as 
a result of scale shifts (Jann, 2008; Jones & Kelley, 1984). Consequently, the detailed results for the 
unexplained part can only be interpreted for variables that have natural zero points and for which scale 
shifts are not allowed. It was based on these considerations that it was decided not to use different 
regressors based on the same factor with different exponents. 
5.5.5.3 The estimated model 
The Quadros de Pessoal/ Relatório Único database for 2012 was used. There was no available data for 
Azores at the time the analyses were performed. Extreme outliers and observations with missing values 
for the variables under analysis were eliminated from the dataset, as well as employers, unpaid family 
workers and active members of productive cooperatives. Employees who did not receive their complete 
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salary in the reference month were excluded from the analysis. Foreigners and employees whose level of 
education was unknown were not considered. 
Since senior managers were a somewhat heterogeneous group that included individuals that were spread 
across a relatively wide range of occupations, the sample of senior managers was reduced and all 
workers who were not chief executives, senior officials and legislators (variable ‘level of qualification’) were 
excluded. 
When analysing employees with extreme salaries, it was surprising to notice that the workers who had the 
highest salaries were athletes, with salaries as high as 2000 euros per hour. Although this phenomenon is 
worth being analysed, it was decided to remove these workers from this analysis since, this way, the 
distribution of salary values obtained is closer to a normal distribution. Hence, the employees removed 
were all those working for sport clubs (CAE 93120) and other sport activities (CAE 93192), corresponding 
to 4618 people in total. 
Before decomposing the employees’ pay gap, linear regressions were computed in order to estimate the 
best models for each sample of employees. After that, earnings decompositions were computed. Table 5.7 
summarises the variables used in each of the estimations. The samples of employees analysed, were the 
following: 
Sample 1: Economy as a whole (all employees24); 
Sample 2: Non-Tourism (all employees); 
Sample 3: Tourism (all employees); 
Sample 4: Tourism (senior managers who are executive civil servants, industrial directors and executives); 
Sample 5: Non-tourism (senior managers who are executive civil servants, industrial directors and executives). 
 
It is discussed by economists whether industry or occupation dummy variables should be included in 
regressions to measure wage discrimination, since the way women and men are differently distributed 
across industries and occupations can be regarded as a result of discrimination (Neumark, 1988; Oaxaca, 
1973). Particularly when controlling for occupation, it is important to bear in mind that one is eliminating 
the effects of occupational barriers as one of the major sources of discrimination. Although it was decided 
to include these variables in the decompositions, the effects of occupational barriers are discussed during 
data interpretation through the analysis of the detailed decomposition results.  
Different sets of industry ‘dummy’ variables were used for regressions concerning the tourism sector and 
for the remaining regressions. The same way, one-digit occupations were used in regressions and 
decompositions concerning most workers, while more detailed occupation ‘dummy’ variables (four-digit) 
were used when analysing senior managers. 
                                                          
24 By ‘all employees’, we mean all except the ones mentioned at the beginning of this section. 
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It was decided not to compute the variable ‘experience’. There was no information about this variable in 
the GEE database and it was considered considered that computing this variable as suggested by Santos 
and Varejão (2007) was somewhat questionable. These authors computed experience as age minus 
years of schooling minus six. However, calculating experience like this would result in observations where 
tenure was longer than experience, which does not make sense. 
The types of wage decomposition used in this study was the pooled model proposed by Jann (2008) (6). 
First, regression analyses are used to estimate earnings equations separately for men and women. Then, 
the decompositions are performed. All wage decompositions were computed with the Stata 12 software 
and the command oaxaca. 
 
Table 5.7 List of variables used by sample 
Variables Samples 
Dependent variable 1 2 3 4 5 
lnearn Natural logarithm of hourly earnings x x x x x 
Group variable 1 2 3 4 5 
sex Dummy variable =1 if female x x x x x 
Independent variables 1 2 3 4 5 
age Age in years  x x x x x 
nation Nationality, dummy variable = 1 if Portuguese x x x  x 
edu Education, measured as years of schooling25 x x x x x 
tenure Tenure, measured as number of years in the company x x x x x 
part Type of working arrangement, dummy variable = 1 if part-time x x x   
contr Type of contract, dummy variable = 1 if permanent contract x x x  x 
occup One-digit occupations, 10 dummy variables* x x x   
occ Four-digit occupations for executive civil servants, industrial directors and executives adapted 
to the non-tourism sample, 29 dummy variables* 
    x 
occt Four-digit occupations for executive civil servants, industrial directors and executives adapted 
to the tourism sample, nine dummy variables* 
   x  
qual Employee’s level of qualification, eight dummy variables* x x x   
indust Economic activity of the company, 13 dummy variables tourism, corresponding to aggregated 
one-digit CAE Rev.-3 economic activities* 
x x   x 
hotels Tourism subsectors (hotel establishments vs. travel businesses), dummy variable = 1 if hotels   x x  
region NUTS II region of the establishment (except Azores), six dummy variables* x x x x x 
size Number of workers in the company x  x x x 
sales Sales volume of the company in euros x x   x 
nest Number of establishments of the company x x x  x 
* See list of dummy variables used in Appendix 35. 
 
                                                          
25 Education is an ordinal variable in the original dataset. Each category of the variable was transformed into a number 
corresponding to years of schooling in order to avoid the creation of dummy variables. Hence, below basic education = 0 years of 
schooling; 1st cycle of basic education = 4; 2nd cycle of basic education = 6; 3rd cycle of basic education = 9; secondary education 
= 12; post-secondary education = 13; Bacharelato (Bachelor’s degree)= 15; Licenciatura (University degree)= 16; Master’s = 18; 
Doctorate = 22.  
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5.6 The Qualitative Approach 
 
As already discussed, this is a mixed methods research study. The quantitative approach proposed 
provides an overall picture of the research problem, but it fails to provide a deeper understanding of the 
issues at hand. Therefore, the qualitative approach can contribute to an in-depth understanding by adding 
the personal story and making the individual voices heard. 
Consequently, the qualitative part of the study is the core of this investigation. The researcher carried out 
semi-structured in-depth interviews with female top-level managers in travel agencies, tour operators and 
hotels in Portugal, and performed thematic analysis combined with narrative analysis. The reason for 
choosing interviews as the research method was that they allow the researcher to understand the 
subjects’ opinions, attitudes and values, how they make sense of their experiences and ‘uncover their 
lived world prior to scientific explanations’ (Kvale & Brinkmann, 2009, p. 1). 
In the following sections, a reflection of some epistemological and methodological issues related with 
interviews, narrative and thematic analysis are presented. The qualitative empirical study is described, 
particularly in terms of the procedures for the selection of individuals and the fields analysed in the 
interviews. However, the first aspect discussed is how ‘being at the top’ is understood in this research. In 
the qualitative approach, the term ‘selection of individuals’ is preferred rather than the term ‘sampling’, 
since the latter suggests that the individuals selected are representative of the population (Polkinghorne, 
2005). However, the term ‘sampling’ is also used, but it should be understood in a broader sense.  
5.6.1 (Re)defining ‘being at the top’ 
Since ‘there are almost as many different definitions of leadership as there are persons who have 
attempted to define the concept’ (Bass, cited in Ahlers & Bührmann, 2010, p. 57), it is important to define 
how ‘being at the top’ is understood in this investigation, in particular in relation to the qualitative empirical 
part of the study. 
Most of the studies which analyse women in top positions, namely ‘glass ceiling’ literature, focus on 
women climbing the corporate ladder in larger companies (Guillaume & Pochic, 2009; Mooney & Ryan, 
2009; Sools, Engen, & Baerveldt, 2007) or do not make any particular reference to business size 
(Knudsen, 2009). Being at the top in large multinational companies can be conceptualised as belonging to 
the board of directors (Arfken, Bellar, & Helms, 2004; Desvaux et al., 2007; Joy, 2008). However, women 
in leading positions in SMEs, namely in family-owned businesses, have been comparatively less analysed 
(Mínguez-Vera & Martin, 2011).  
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However, it is important to analyse SMEs because they comprise the majority of companies in most 
countries, namely in Portugal, and are for this reason very important for the economy (Franco & Matos, 
2013). Gnan and Songini (2013) argue that there is a ‘glass ceiling’ even in family firms. In addition, small 
companies also tend to be very absorbing because their human resources are limited. Hence, these 
companies may require a lot of time and dedication from their owners and/or managers. Therefore, in this 
study, it was decided to analyse women in top-level management positions in companies across a wide 
range of dimensions. It is a better way to reflect the experiences of women in tourism companies and have 
a wider picture than if only women at the top of large organisation were chosen.  
Not limiting the analysis to the ‘career ladder’ type of progression enables the inclusion of a wider set of 
meanings and experiences: one may have reached a position of influence in an organisation by climbing 
the career ladder, by establishing their own business or by assuming a leading position in a family-owned 
business, among other possibilities. ‘Being at the top’ is thus a heterogeneous concept.  
It is not easy to compare career paths as different and varied as these. However, the aim of this study is 
not to carry out a dichotomous analysis, but to embrace the vast heterogeneity of experiences while at the 
same time unveiling common patterns among these women. The gendered obstacles that women face 
when ‘climbing the career ladder’ are very often emphasised in the literature. However, women who own 
the businesses they manage are not immune to gendering processes either. Gendering processes are not 
only a product of top-down relationships, but are more deeply embedded in the structures of the 
organisations and the society. Power is not the monopoly of a centre, but rather exercised within everyday 
structures and discourses (Foucault, 1977). Hence, gender power relations may also influence the 
relationships established with the clients, suppliers, the employees, within the family and in the society. 
Therefore, gender issues are also present in smaller businesses. In addition, many female entrepreneurs 
may have had previous experience in other organisations before opening their own business, and there 
might have been gendered aspects in these earlier experiences that prompted their decision to work 
independently.  
Therefore, for the purpose of this investigation, the researcher decided to redefine what it means to be at 
the ‘top’. This definition is important since it is based on it that the research participants were 
circumscribed. Hence, it is considered in this research that a woman is ‘at the top’ of her organisation if 
she is has the power to influence the strategy of her own company or the company she works for. The 
Decree Law no. 121/78 of June 2nd describes senior managers’ functions as follows: definition of the firm’s 
general policy or advisory role in its organisation; creation or adaptation of technical, scientific and 
administrative methods and procedures (Ministério do Trabalho, 1978). After this consideration, the next 
section explains how research participants, i.e. women who are ‘at the top’, were selected for this study. 
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5.6.2 Selection of research participants 
For Sartre (1981), no individual or case is just an individual or case. Denzin and Lincoln (2011b) 
summarised Sartre’s thought stating that ‘any case will necessarily bear the traces of the universal’; hence 
‘to study the particular is to study the general’ (p. 245). Therefore, an intense analysis of a small number of 
cases is privileged in most postmodern research (Denzin & Lincoln, 2011b). Regarding the question of 
how many interviews should be carried out, Kvale and Brinkmann (2009) answered pragmatically stating 
that they should be as many as necessary to find out what one needs to know. The authors mentioned 
‘the law of diminishing returns’, i.e. beyond a certain point, adding respondents will bring less and less 
knowledge. They also indicated an approximate number of interviews: 15 +/- 10. According to Jennings 
(2005) and Seidman (1991), data collection should stop when redundancy and saturation are achieved, 
and increasing the sample would not bring additional relevant information for the understanding of the 
phenomenon under analysis (Vanderstoep & Johnston, 2009). Patton (1990) pointed out the existence of 
a trade-off between breadth and depth. For him, there are no rules for sample size in qualitative research. 
It depends on what the researcher wants to know, the purpose of the investigation, what will be useful and 
have credibility, as well as what is feasible with the time and resources available: 
The validity, meaningfulness, and generated from qualitative inquiry have more to do with the information-
richness of the cases selected and the observational/analytical capabilities of the researcher than with 
sample size. (Patton, 1990, p. 185) [emphasis in original] 
For Patton (1990), the logic of sampling approaches is one of the aspects that better captures the 
difference between quantitative and qualitative methods. While quantitative methods typically depend on 
larger samples, often selected randomly, qualitative methods rely on relatively small samples or even 
single cases which are selected purposefully. Polkinghorne (2005) also advocates that in qualitative 
research the choice of participants should be purposive instead of random, with basis on what they 
promise to contribute to the clarification of the topic investigated. Therefore, the aim of purposeful 
sampling is to select information-rich cases and analyse them in depth (Patton, 1990). The aim of 
purposeful sampling instead of random sampling models is also to seek out the groups or individuals in 
which the process under analysis is most likely to occur (Denzin & Lincoln, 2011b). 
Several strategies can be used with the aim of purposefully selecting information-rich cases, as illustrated 
by Patton (1990). The aim of stratified purposeful sampling is 'to capture major variations rather than to 
identify a common core, although the latter may also emerge in the analysis' (Patton, 1990, p. 174). With 
this sampling strategy, each of the strata constitutes a fairly homogeneous sample. This strategy is 
different from stratified random sampling in that the sample sizes are not large enough for generalisation 
or statistical representativeness (Patton, 1990).  
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In this study, it was considered convenient to carry out more than the 10 or 15 interviews suggested by 
Kvale and Brinkmann (2009), in order to cover a range of businesses of different sizes in both hotels and 
travel agencies. Therefore 24 interviews were conducted on the whole, 13 in hotel establishments and 11 
in travel agencies and tour operators. It is believed that this number of interviews was sufficient and that 
redundancy was achieved, as proposed by Jennings (2005). The tourism sector is very heterogeneous in 
terms of business dimension, which is a factor that strongly influences experiences of management, since 
the experiences of a manager in an international hotel chain are necessarily different from those of a 
manager in his or her family’s hotel. Therefore, it was decided to achieve a sample of interviewees that 
reflects this heterogeneity. For this reason, a stratified purposeful sampling combined with snowball 
sampling was adopted. The stratified purposeful sample was attempted based on data from the RU 
database, so that the sample would reflect to some extent the distribution of female managers across 
several categories of business dimensions. The selected women were in top management positions, 
except one, who was in middle management, but had already been in a senior management position in a 
previous company. Only women were inquired since this was the objective of the thesis. Table 5.8 
provides an overview of the selection of research participants and the stratified purposeful sampling. 
Table 5.8 Selection of the research participants 
 Hotel establishments Travel agencies and tour operators 
Company size 
Distribution of female senior 
managers according to business 
size (RU database 2012) 
Sample 
Distribution of female senior 
managers according to business 
size (RU database 2012) 
Sample 
Micro (0-9) 27.3% 3 57.2% 6 
Small (10-49) 33.1% 3 18.5% 2 
Medium (50-249) 28.9% 2 5.8% 1 
Large (+ 250) 10.7% 5 18.5% 2 
Total 100% 13 100% 11 
Source: developed by the author 
In order to choose the research participants for this study, a very brief questionnaire was sent to travel 
agencies and accommodation businesses, in order to know which companies had female managers, 
namely in top positions, and also to check if there were women who would be willing to volunteer to be 
interviewed. The procedure for the dissemination of the questionnaire and the selection of the individuals 
is explained below. 
The short questionnaire consisted of only four questions and it was sent to all travel agencies and 
accommodation businesses included in the National Tourism Registry26. The registry contained the 
contact of 1128 travel agencies and tour operators, and 2217 accommodation businesses. In the 
questionnaire, respondents were asked whether the highest-ranking manager of their organisation was a 
man or a woman, whether there were women in middle management, how many employees the 
organisation had and if they could provide the contact of a female manager who might be available to 
                                                          
26 https://rnt.turismodeportugal.pt/RNT/ConsultaAoRegisto.aspx 
Chapter 5: Methodology 167 
 
participate in the research. Although confidentiality was guaranteed, the questionnaire was not 
anonymous, so that the organisations that seemed of interest for the study could be contacted afterwards.  
The link for the questionnaire was sent by email, and the answers were collected during March 2013. The 
database with the answers contained 241 answers from the travel sector, and 398 answers from the 
accommodation sector. The low response rate was not problematic, since the only aim of this short survey 
was to obtain the contacts of potential research participants with the characteristics desired. 
Only after the questionnaires had been sent was it decided to limit the research to travel agencies and tour 
operators (code 791) and hotel establishments (code 551). Therefore, all the companies surveyed that 
had different economic activity codes were excluded from the research (e.g. entertainment businesses, 
camping sites and rural tourism lodging units). The first Appendix 36-a gives an overview of the answers 
obtained. 
Most travel agencies and tour operators that answered the survey had less than four workers, while none 
had more than 100 workers. Hotels had a significantly large dimension (Appendix 36-b). Most companies 
surveyed had at least one woman in a top or middle management position. Still, about a third of the 
companies surveyed did not have women in any management position (Appendix 36-c). The majority of 
top leaders in the companies were men. This imbalance was more visible in travel businesses than in 
hotel establishments, and this tendency increased with business size (Appendix 36-d).  
Among travel agencies and tour operators, none of the companies that answered the survey had more 
than 100 employees, and none with 50 or more employees that had a woman in the highest ranking 
position. Regarding hotels, there were also very few answers from larger units with women in the highest 
ranking position. Hence, in order to interview female managers from larger companies, women were 
selected on the basis of suggestions of people working in these sectors, such as the interviewees and 
other informants, as well as via internet research, e.g. through LinkedIn. While doing this search, the 
imbalance in the number of female and male managers was obvious, since the majority of top-level 
managers were male. After a thorough search, several women from large companies were invited for an 
interview. Since at first no answers were obtained from these women, e-mails were sent to more female 
top-level managers. It was surprising that in the end most of these women who were contacted answered 
positively to the interview request. Consequently, it was decided to interview all of these women, even if 
this would lead to an ‘imbalance’ in the stratified purposeful sampling. However, this ‘imbalance’ is not 
believed to ‘bias’ the results – the sampling technique was non-random, the study was not positivist and it 
had no intention of generalising the findings to the population. Moreover, the additional number of the 
interviewees in this stratum helped to compensate for the following aspects: one of these interviewees had 
answered in written form; another was not a top-level manager at the moment of the interview, but was in 
a middle management position; and there had been problems with the recording of one of the interviews in 
this strata. 
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According to Polkinghorne (2005), the unit of analysis in qualitative research is experience, not individuals 
or groups. Therefore, in this study, the unit of analysis consists of the experiences of women high-level 
managers in both the hotel sector and the travel industry. 
5.6.3 Data collection and construction 
Even qualitative researchers can often fall into the trap of regarding their work as data collection  
(like picking apples from a tree) rather than construction (like writing a story). (McLeod, 2001, p. 138) 
 
Kvale and Brinkmann (2009) use two metaphors to describe two distinct epistemological positions in 
interviewing. In the miner metaphor, interviewing is seen as a method for collecting knowledge, as if it was 
buried metal waiting to be unearthed, which is unpolluted by the interviewer’s assumptions. In this 
conception, data collection and analysis are seen as separate processes. In the traveller metaphor, 
interviewing is regarded as a process of constructing knowledge which involves a conversational approach 
with interviewees, allowing for reflection and the emerging of new knowledge. The traveller metaphor is 
the one that suits best the stance adopted in this study, since the interviews are regarded as a way of 
‘constructing’ rather than ‘collecting’ knowledge.  
5.6.3.1 In-depth semi-structured interviews 
In-depth and semi-structured interviews attempt to understand the experience of other people from their 
own perspective and how they interpret the meaning of the phenomena they describe (Jennings, 2005; 
Kvale & Brinkmann, 2009). There is an interest in understanding the social phenomena from a subject’s 
point of view, and it is assumed that ‘the important reality is what people perceive it to be’ (Kvale & 
Brinkmann, 2009, p. 26). Knowledge is not ‘unearthed’, but ‘constructed’.  
For Kvale and Brinkmann (2009), ‘an interview is literally an inter view; an inter-change of views between 
two persons conversing about a theme of mutual interest’ (p. 2). In qualitative interviews, the knowledge is 
produced in the interaction between the interviewer and the interviewee (Kvale & Brinkmann, 2009). In 
such a methodological approach, the researcher is not a mere ‘tape recording socialist’, but has an active 
role, since she or he follows up the answers of the interviewees, asks for clarifications, extends their 
statements, and asks for the interviewees’ interpretations of their own experiences (Kvale & Brinkmann, 
2009, p. 7). That was also the approach adopted in this investigation. For a list of key aspects of 
qualitative research interviews, see the summarised list proposed by Kvale and Brinkmann (2009, p. 28). 
In-depth interviewing with a semi-structured style was adopted in this study. This kind of interviews is 
associated with the interpretivist/constructivist paradigm, an ontology that recognises multiple 
perspectives, a subjective epistemological stance, qualitative methodologies and a value-laden research 
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process. The researcher has a subjective stance and an insider perspective. The interviewees are 
regarded as ‘informants’, ‘research participants’ or even ‘co-researchers’. The goal of in-depth interviews 
is to go beyond the surface and explore deeper meanings (Jennings, 2005). They are focused on 
particular themes and seek descriptions of specific situations rather than general opinions (Kvale & 
Brinkmann, 2009). In-depth interviews aim to produce qualitative knowledge through textual analysis, and 
to provide deep and thick descriptions instead of a numeric representation of findings. The writing style for 
reporting research is more like a narrative than a scientific report, and the research should have an 
educative, or even a transformative and emancipatory outcome (Jennings, 2005). 
Semi-structured interviews offer some freedom to the researcher and are a flexible tool. As the interview 
unfolds, he or she can change and adapt the questions to the situation and the individual participants 
(Collis & Hussey, 2005; Wilson, 2004).  
In this study, a semi-structured interview guide was created in order to direct the conversation, explore 
certain questions raised in the literature and after the first stages of the empirical study (Appendix 38). 
Not all the fields included in the interview guide were analysed and reported, but they were useful for 
getting a picture of women’s experiences. During the course of the interview, Henderson’s suggestion 
(1991a, as cited in Wilson, 2004) was borne in mind: that sensitive, complex and personal questions 
should be asked at a later stage of the interview, after broader questions. The researcher also tried to hold 
the balance between having her participants deliver in-depth accounts of their experiences and not being 
overly intrusive. 
Some of the interviews were face-to-face, while others were carried out through Skype or by phone. Two 
of the informants preferred to answer the questions in written form, despite attempts from the researcher 
to get an appointment for the interview. Concerning the remaining interviews, most were recorded and 
transcribed. Due to technical problems, one interview was not recorded, but detailed notes were taken 
instead.  
Polkinghorne (2005) highlighted the importance of engaging in more than a one-shot, one-hour session 
with interviewees, so that a trusting and open relationship can be established and worthwhile findings can 
be produced. Seidman (1991) suggested a sequence of three interviews to increase the depth and 
breadth of the accounts. However, the women interviewed had very busy schedules and, in many cases, it 
took several months until an interview could be carried out. In some cases, interviews had to be 
interrupted and postponed to a later date because the research participants had important clients arriving 
or other commitments. In some cases, it took several months until the second interview could take place. 
This time lapse allowed the researcher to reflect on the issues that had emerged during the first interview. 
In some cases, the researcher decided to send a few follow-up questions by e-mail instead of asking for a 
second interview, since most relevant areas had already been covered during the first interview. The 
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follow-up questions that were sent asked the interviewees whether their career or family situation had 
changed since the first interview, and whether they wanted to make any final comment about the study. 
Doubts concerning some statements made during the first interview were clarified. A few additional 
questions were also added. These questions were related with issues that arose after the researcher 
carried out the first superficial analysis of the whole dataset. Most of the interviewees answered these 
follow-up questions.  
Several criticisms have been addressed to the quality of interview knowledge, not only from the viewpoint 
of traditional science but also by interview practitioners themselves (see Appendix 37). The present 
investigation attempts to overcome some of these limitations, namely by considering the interviewees’ 
embeddedness in their social context, or by not taking everything the research participants say at face 
value. As a result, there was an attempt to go beyond initial surface responses from participants and 
search for more personal feelings and information (Polkinghorne, 2005). 
It is frequent that the researcher becomes more powerful than the researched because he or she controls 
the research process, the topics to be talked about, when the conversation should end and what to include 
in the report (C. Aitchison, 2005; Kvale & Brinkmann, 2009). However, this hierarchy can be challenged. 
Researchers do not always hold the balance of power, especially when interviewing individuals who are 
older, more experienced or more knowledgeable (Letherby, 2003). This was the case in this study, given 
that the interviews were carried out with women who are older than the researcher and who fill high-level 
and powerful positions, which to some extent cancels the power asymmetry (Kvale & Brinkmann, 2009). 
Moreover, interviews were based on relationships of ‘mutual trust’ and were thus ‘non-hierarchical’ (A. 
Oakley, 1981).  
5.6.3.2 Fields analysed in the interviews 
For Kvale and Brinkmann (2009), the interviewer should have a ‘deliberate naivité’, i.e. be open to 
phenomena that might be new and unexpected, instead of having ‘readymade categories and schemes of 
interpretation’ (p. 28). In the specific case of the semi-structured in-depth interviews carried out in this 
study, they focus on themes, rather than having standard structured questions. The order of the fields 
approached was flexible. Still, some suggested questions were included in the interview guide. However, 
the questions asked were open instead of closed (e.g. ‘could you tell me about…?’, ‘how did you make 
it?’) in order to yield rich descriptions of the experiences. Spontaneous questions also emerged during the 
interviews, namely: follow-up questions, to extend the subjects’ answers by showing curiosity or 
persistence; probing questions, mostly by asking for examples of concrete situations or to specify some of 
the descriptions; and interpreting questions, to clarify what the interviewees said. The interviewer was 
more focused on obtaining stories and accounts of specific situations rather than general opinions about 
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the topics approached, although women frequently expressed such type of accounts throughout the 
interviews. 
The fields approached in the interviews are schematised in Figure 5.3. The idea behind this diagram is 
that in the interviews it was attempted to know women managers’ career paths, and to know how they 
reached leadership and power. All the fields that are in the circles pointing at the square ‘leadership and 
power’ represent the factors that influenced that advancement, as obstacles or as facilitators. This was the 
initial idea behind the interviews before they were carried out.  
 
Figure 5.3 Overview of the fields analysed in the interviews 
Source: developed by the author 
 
The initial fields of analysis and their goals are presented in Appendix 38. Comparing these goals with the 
ones outlined in Section 5.3, it can be concluded that the rationale behind data construction and 
interpretation changed significantly during the period of investigation. This is a consequence of the 
iterative process between deductive and inductive approaches in this research. 
Appendix 39 presents examples of the main questions that were asked in relation to each field. Some of 
the main questions were explicit in the original interview guide, while others were only written as topics. 
However, the researcher decided to transform these topics into questions when including them in the 
appendix, so that it would be easier for the reader to understand them. Appendix 40 contains more details, 
since besides listing the main questions asked, it also lists the researchers that inspired this questioning, 
and contains examples of follow-up questions that emerged during some of the interviews. The survey 
applied by Wahl (1992) was the most important source of inspiration for this interview guide. The interview 
guide is broader than the research aims outlined in Section 5.3, which underwent several changes, and 
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which progressively became more focused throughout the research process. During data analysis, some 
themes were given more importance than others; as a result, some of the topics initially included in the 
interview guide ended up not being given much emphasis in the writing stage. 
5.6.4 Data analysis and interpretation 
Unlike hermeneutics, which looks for a single valid interpretation, this study recognises the plurality of 
interpretations as legitimate. For Jennings (2005), there are multiple perspectives in a text, and the 
researcher does not have to attempt to reduce those multiple perspectives to a dominant view. For Kvale 
and Brinkmann (2009), the quest for the ‘real meaning’ is unfruitful and it leads to ‘endless pursuits of an 
undefined and fictious entity’ (p. 217). According to these authors: 
Guessing at the meaning of ‘the “real meaning” question’ suggests a belief in the existence of some basic 
meaning nuggets stored somewhere, to be discovered and uncovered, uncontaminated, by the objective 
techniques of an interviewer understood as a miner digging up precious buried metals (Kvale & Brinkmann, 
2009, p. 217). 
The researcher in the present study recognises that her interpretations are subjective, but this does not 
mean that they are biased, since she tries to make her perspective explicit, as suggested by Kvale and 
Brinkmann (2009). 
This study relies on female managers’ narrative accounts of their experiences concerning their careers, 
their education, their family life, and their views of the tourism sector. The initial idea of this research was 
to carry out narrative analysis to interpret the interviews. Narrative analysis works out the structure and 
plot of the stories told during the interviews, focusing on the meaning and the linguistic form of texts. 
However, after an initial attempt, the researcher concluded that following the individual career paths of 
some of the interviewees too closely could raise ethical problems, since they could be tracked down, given 
the uniqueness of their professional experiences. Therefore, it was decided to combine mostly narrative 
and thematic analysis, as in bricolage. Interview analysis as bricolage provides the researcher with 
freedom to move between analytical techniques and concepts. No specific or systematic mode of analysis 
is planned and multiple methods and techniques are used instead, such as noting patterns and themes, 
counting, making contrasts and comparisons, and finally seeking coherence between theory, concepts 
and interview data (Denzin & Lincoln, 2011a; Kvale & Brinkmann, 2009).  
5.6.4.1 Transcribing the interviews 
Data analysis and interpretation started with the transcription of the interviews. Almost all of the interviews 
were recorded. The recording of the interview freed the researcher to concentrate on the dynamics of the 
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interview, since taking notes during the interview is distracting and interrupts the flow of the conversation. 
Transcribing the interviews also allowed the researcher to reflect about her interviewing style, and improve 
it. However, in one situation, the researcher had to take notes instead of recording the interview due to 
technical problems. Another aspect was that two of the research participants expressed a strong 
preference for answering the questions in written form, despite the researcher’s attempts to schedule an 
interview with them. 
For Kvale and Brinkmann (2009), transcribing is an initial analytic process and an interpretative task, 
where a series of practical issues related to the differences between oral speech and written texts emerge. 
For example, irony is particularly difficult to represent in a transcript and is to some extent lost in the 
process of transcribing the interview. Other important aspects are lost, such as the tone of the voice, the 
intonation, the breathing, and the laughing. Transcripts are thus ‘impoverished’ in comparison to the live 
conversations. 
There are not many rules for the transcribing procedure, and there is still no consensual norm (Flick, 2009; 
Kvale & Brinkmann, 2009). Some authors argue that the only basic rule is to describe explicitly in the 
report how the transcriptions were made (Kvale & Brinkmann, 2009). Both Kvale and Brinkmann (2009) 
and Flick (2009) advocate that unless the researcher intends to carry out a linguistic or conversational 
analysis, it is not necessary to engage in very detailed and specialised forms of transcription.  
Instead of asking the question ‘What is the correct valid transcription?’, Kvale argues that it is more 
constructive to ask: ‘What is a useful transcription for my research purposes?’. Postmodern approaches to 
knowledge emphasise how reality is constituted in language and how there is an intrinsic relation between 
meaning and form, since important meanings arise from nuances and discontinuities of communication. 
Consequently, the researcher attempted to retain some of the authenticity of the oral speech, but without 
some of the transcription conventions that would have been required in a detailed linguistic or 
conversational analysis. 
Therefore, it was decided to transcribe the interviews verbatim, word-by-word, as well as to retain frequent 
repetitions, noting ‘mh’s’ (in Portuguese ‘hum’), instead of adopting a more formal, written style. Pauses 
(represented by ellipses) and emotional expressions like laughter (‘risos’) and sighing (‘suspiro’) were 
included written in round brackets. Whenever the researcher wanted to add notes about the context, this 
information was enclosed in square brackets. In each paragraph the letter ‘Q’ (question or ‘questão’) was 
used to identify the interviewer, while the letter ‘R’ (response or ‘resposta’) was used to identify the 
interviewee. 
A great challenge was that the research report was written in English, while all the interviews had been 
carried out in Portuguese and, as a result, it was necessary to translate the excerpts of the interviews cited 
into English. Since traduire traittori – i.e. translators are traitors – these translations were double-checked 
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with native English speakers in order to ensure not only a reliable translation, but also a translation in 
which the expressiveness and emotions conveyed in the original citations were maintained. The 
inexistence of some idioms in English, as well as the lack of sense of some metaphors when translated, 
were a major challenge that was not 100% accomplished. 
In order to partially circumvent this problem, at least for fluent Portuguese readers, it was decided to use 
not only the translations of the excerpts cited, but also some of the original citations in Portuguese, which 
were included in footnotes. The researcher felt that despite all the effort of translation, a few citations were 
nonetheless more expressive in their original language.  
The researcher was the only person transcribing the interviews. One of the reasons for this was that 
during the interviews the researcher had assumed the compromise with the research participants of being 
the only person with access to both the recordings and the transcriptions of the interviews. For ethical 
reasons, the identity of the interviewees was masked during the transcription stage, and they were 
attributed fictitious names. The full transcripts of the interviews were not enclosed in an appendix for the 
same reasons. Instead, the researcher presented a personal interpretation of the information collected, 
complemented by short and specific excerpts of the interviews (Vanderstoep & Johnston, 2009).  
5.6.4.2 Thematic analysis with narrative elements 
Human beings are Homo narrans, more than Homo sapiens (Fisher, 1984, as cited in Czarniawska, 2004). 
It is the very fact that humans have a semantic and autobiographic memory that distinguishes them from 
animals or plants (Locke as cited in Einstein & Flanagan, 2003). In fact, narrative is nuclear in human 
nature, and it is ‘the primary form by which human experience is made meaningful’ (Polkinghorne, 1988, p. 
1). It is when people put their lives, their actions and the actions of others in narrative form that they can 
make sense of them (Czarniawska, 2004) and meaning is achieved (Chase, 2011). 
For this reason, the initial research intention was to carry out narrative analysis on the interviews. 
However, after drafting an article with some preliminary reflections on the experiences narrated by some of 
the research participants, extracts of this article were sent back to the interviewees. The purpose of this 
was to guarantee that the informants did not feel that their anonymity was compromised in the way their 
personal stories were re-told. As two of the interviewees expressed some concern with the way their 
testimonies were presented, the use of narrative analysis had to be reconsidered. 
After pondering the options available, it was decided that thematic analysis would be a more adequate 
method. The difference between narrative and thematic analysis of interviews is that while narrative 
analysis searches for themes within a data item (i.e. each individual interview), thematic analysis searches 
for themes across the whole dataset (i.e. all the interviews). At this stage, the researcher decided to rely 
on thematic analysis, so that the reader would not be able to follow the individual life story of each 
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interviewee, namely the details that these women considered compromising or that could put their 
anonymity at risk. 
However, while carrying out thematic analysis, the researcher felt that some concepts could not be fully 
grasped if only thematic analysis was used. The consistencies and contradictions across individual 
interviews may be revealing, but it is not possible to grasp them or retain a sense of continuity across 
individual accounts with thematic analysis (Braun & Clarke, 2006). Therefore, narrative elements were 
introduced during data interpretation, with the aim of capturing women’s experiences and perspectives 
within the broader context of their lives. In the following section, the procedures adopted during the 
interpretation of the interviews are explained.  
 Procedures in thematic analysis 
Braun and Clarke (2006) and Clarke and Braun (2013) define thematic analysis as a method for 
identifying, analysing and reporting patterns in qualitative data. Themes are these patterns of meaning 
within the dataset. Each of them ‘captures something important about the data in relation to the research 
question, and represents some level of patterned response or meaning within the data set’ (Braun & 
Clarke, 2006, p. 82). Themes do not ‘reside’ in the data, nor do they ‘emerge’ from the data as if from a 
shell, but they rather ‘emerge’ in the researcher’s head as a result of the interpretation and understanding 
of the data (Braun & Clarke, 2006).  
Thematic analysis is compatible with both essentialist and constructivist paradigms. Its theoretical freedom 
makes it a flexible research tool, which can be used with several theoretical frameworks. However, despite 
the flexibility of the method, Braun and Clarke (2006) claim that it is important to avoid an ‘anything goes’ 
approach. Therefore, researchers should make their assumptions explicit, and mention in their reports 
‘how’ they did their analysis.  
Table 5.9, based on Braun and Clarke (2006), helps the researcher to determine the type of analysis that 
is more appropriate, bearing in mind the theoretical framework chosen, as well as assumptions about the 
nature of the data. The choices made by the researcher in this study are indicated with a star (*) in the 
table. 
 
Table 5.9 Important choices that should be considered in thematic analysis 
 Description of data Rich thematic description Account of one particular aspect* 
Type of analysis Inductive analysis* Theoretical thematic analysis* 
Themes Semantic themes Latent themes* 
Epistemology Essentialist/realist thematic analysis Constructionist thematic analysis* 
Source: developed by the author, based on Braun and Clarke (2006) 
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Although there are no fixed rules, approaches that consider particular aspects, latent themes and are 
constructionist often come together (right column). In contrast, those that consider rich thematic 
descriptions of the whole dataset, semantic themes and are realist frequently cluster together (left column) 
(Braun & Clarke, 2006). 
In this investigation, it was chosen to provide a detailed account of some particular aspects of the dataset 
instead of making a description of the whole dataset. The reason for this was that the whole dataset was 
several hundred pages long, while the written report could only have a limited number of pages. Although 
the whole content of all the interviews was coded, during data interpretation and analysis, the researcher 
thought that some aspects of women’s accounts were more important than others for answering the 
research question. She decided to highlight those aspects during the writing process and give more 
emphasis to some of the themes, so as not to lose depth and complexity.  
The analysis was driven by the researcher’s interest in the area in order to answer the research questions 
and provide a more detailed account of some aspects of the data. Therefore, it was primarily a ‘theoretical’ 
thematic analysis. As suggested by Lima (2015), the process of identifying categories was deductive in an 
initial stage. However, during the coding phase it became a more inductive process, in order to 
accommodate emerging concepts, ideas and perspectives. The research question also evolved through 
the coding process. More literature review was carried out bearing in mind the questions that emerged 
during data interpretation. During the writing-up phase, the process became more deductive again, as 
there was an attempt to combine the ‘newfound’ themes with previous theorising on gender and 
organisations. This way, there was a mix of deductive and inductive approaches in an iterative process.  
The development of themes involved interpretation and theorisation, and not just description of what the 
participants had said. There was an attempt to go beyond surface meanings. Therefore, it can be said that 
a latent thematic analysis was carried out (Braun & Clarke, 2006). This analysis also had a constructionist 
leaning, since it did not assume a unidirectional relationship between meaning, experience and language, 
as meanings are not inherent in the experiences, but are socially constructed. It also aimed to theorise the 
sociocultural contexts and conditions behind the accounts of each research participant (Braun & Clarke, 
2006). 
Braun and Clarke (2006) proposed a step-by-step guide for doing thematic analysis. The steps proposed 
by these authors roughly correspond to the procedure adopted in this research: i) familiarising oneself with 
the data (transcribing, reading, noting down initial ideas); ii) generating initial codes; iii) searching for 
themes and collating codes into potential themes; iv) reviewing themes in relation to the coded extracts 
and the entire data set; v) defining and naming themes; and vi) producing the report, selecting vivid 
examples and relating back to the research question (see more details in Appendix 41). 
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After the first step was completed, coding was carried out. Coding is the stage in which there is 
simultaneously a reduction and conceptualisation of the data, as well as a linking of data with theory 
(Bryman and Burgess, 1994, as cited in Wilson, 2004). Codes identify a feature of the data that has 
interest for the researcher, and they are the most basic segments of information in thematic analysis. The 
process of coding is already part of the analysis, since it involves organising information into meaningful 
groups. Themes are usually broader than codes. They are developed after coding, and they require 
interpretative analysis of the data (Braun & Clarke, 2006).  
After reviewing the initial themes and the coded data extracts, a ‘thematic map’ was built where all 
candidate themes were collated, in order to check if the thematic map ‘accurately’ described the dataset, 
and define and refine the themes (See Appendix 42).  
The software NVivo was very helpful with the organisation of the data. QDAs (Qualitative Data Analysis 
Softwares) offer great possibilities to qualitative researchers. Davidson and Gregorio (2011) present an 
analysis of these tools and predict that they will be crucial for the future of qualitative research. Although 
they are an important tool, they do not replace the role of the researcher. The software was used to code 
chunks of text (paragraphs, sentences and groups of words) into categories. Some chunks of text were 
placed in more than one category. These first categories were then grouped into higher order categories. 
The names of these categories were created both with basis on the women’s words and on the 
categorisations identified in the literature (Strauss and Corbin, 1998, as cited in Wilson, 2004). After this, 
the inter-relationships among the higher order categories (themes) were explored. NVivo was also used to 
draw diagrams (e.g. Figure 5.3).  
The initial number of categories created was very high (592). It is challenging to obtain a number of 
categories that strikes a balance between flexibility, reliability and efficiency, while reflecting the 
complexity and richness of the data (Dey, 1993).  
Finally, writing was an important part of the process of interpretation and analysis. It implied moving 
between the entire dataset, the coded extracts, the written and the literature review, as well as rethinking 
the themes and the interrelations between them. 
 Introduction of narrative elements during data interpretation 
Some elements of narrative analysis were also introduced during the interpretation of the interviews. 
Despite narrative analysis not being the main method for data analysis, narratives are nonetheless 
assigned a privileged place in this study, in order to try to capture the fluidity and variability of the 
participants’ experiences, as well as shed light on individual sense making. The interest for narrative is 
increasing in social sciences, because it provides some degree of access to human experience in its 
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complexity (Clark, Carlson, & Polkinghorne, 1997; Czarniawska, 2004). Narrative thinking does not 
structure experiences as a concept or a category, but rather temporarily, as ‘activities through time’ 
(Polkinghorne, 2010, p. 395), which is more closely attuned to the way human experience can be 
expressed. 
In-depth interviews are a privileged method to capture such narratives and produce situated knowledge 
(Haraway, 1991; Mavin & Grandy, 2012). Not all prose responses are narrative responses (Polkinghorne, 
2005). Narrative responses have the form of a story, with a beginning, middle and end, and are tied 
together by a plot (Polkinghorne, 2005). The researcher looked both for women’s short stories, i.e. a 
specific episode or course of action important for the interviewee, and for women’s life stories, i.e. when 
the narrator’s life story is described through his or her own perspective (Kvale & Brinkmann, 2009). The 
interviewer followed up women’s spontaneous stories and also questioned for specific episodes, as 
suggested by Kvale and Brinkmann (2009). Chase (2011) also highlighted the importance of ‘inviting 
narrators’ specific stories’ (p. 423). Narrative analyses can be focused on the structure, the plot or the 
genre of the stories told during an interview (Kvale & Brinkmann, 2009). In this study, the analysis was 
mostly focused on the plot of the narratives. 
Despite the importance and merit of thematic analysis, only through an individual analysis of each 
woman’s interview was it possible to find some patterns that had previously remained undetected during 
thematic analysis. Since the aim of this study is to analyse the impact of gendering processes in women’s 
lives and careers, narrative analysis allows for a much richer description of these processes, and capture 
how they affect each women differently depending on the broader contexts and conditions of their lives. 
Moreover, by focusing on each individual interview at a time, contradictions in the women’s discourses 
also became more visible and more meaningful.  
5.7 Ethical Concerns, Credibility of the Results and Other Considerations 
The methodology chapter ends with a reflection on how the present investigation considered ethical 
concerns and the extent to which the results obtained can be considered valid. Then the researcher 
reflects about her subjective position, and considers how this might have influenced the research process. 
5.7.1 Ethical concerns 
First, one should ask who regulates ethics and what ethics is about. This question has different answers 
according to the research paradigm adopted. For positivist empiricist approaches, ethics is a question of 
producing either ‘good’ or ‘bad’ science. Postmodernism contends that the final truth about what is good or 
Chapter 5: Methodology 179 
 
just is unattainable. This is a seemingly anti-ethical position but it contributes to the ethical debate, since it 
challenges traditional ethics and the tendency to universalise ethical values. In Marxist and feminist 
standpoint epistemologies, ethics concerns social justice rather than the production of value-free science 
(Lykke, 2010a). 
In the qualitative part of this study, ethics is understood as a compromise with the research participants 
and moral responsibility from the researcher for her interpretation of the reality, since research has 
consequences in the reality it investigates (Haraway, 1988; Lykke, 2010a). Social justice is a concern of 
this investigation and, even if there is no ‘absolute truth’ about what is ‘good’, it is believed that some 
accounts of reality are better than others (Ramazanoglu & Holland, 2009).  
In value-free social science, codes of ethics are commonly adopted (Christians, 2011). Such regulation 
devices, namely legislated regulation, are mostly influenced by positivist and postpositivist approaches 
that create an illusion of ethical practice (Cannella & Lincoln, 2011). Christians (2011, p. 68) emphasises 
that ‘neutrality is not pluralistic but imperialistic’. Cannella and Lincoln (2011) thus advocate the necessity 
of a critical approach to the world and of the need of a radical ethics. 
For Kvale and Brinkmann (2009), ethics is about ‘learning to see and judge rather than universalize or 
calculate’ (p. 79). They claim that there should be ‘a delicate balance between the interviewer’s concern 
for pursuing interesting knowledge and ethical respect for the integrity of the interview subject’ (p. 16).  
Informed consent and confidentiality are crucial in studies involving human individuals, and the integrity of 
the researcher is a key factor, more than relying upon general principles (Christians, 2011; Collis & 
Hussey, 2005; Kvale & Brinkmann, 2009). Therefore, the researcher established a compromise with the 
research participants not to compromise their identity, unless the research participants wanted to be 
credited for their contribution (Christians, 2011; Kvale & Brinkmann, 2009). The research participants were 
informed about the purposes of the research and were given access to the parts of the thesis that reported 
their stories (Christians, 2011; Kvale & Brinkmann, 2009). The individual preferences and concerns of 
each woman were taken into account. Some women preferred not to have some of the details shared 
during the interview included in the research report. The researcher contacted the interviewees before 
submitting articles and finishing the thesis, in order to ensure that they would feel comfortable with the way 
their experiences were disclosed. As explained before, it was also to protect the anonymity of the 
participants that it was decided to use thematic analysis as the main method for interpreting the interviews, 
instead of doing a full-blown narrative analysis. 
The women interviewed were also given an active voice, instead of being not simply treated as ‘raw 
material’ (Krog, 2011). They provided directions for the paths to follow in this investigation, namely by 
identifying the most critical gender issues in the tourism industry.  
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During the process of reporting the research results, a ‘thick’ ethical description was attempted. The 
phrase ‘thick description’ is used by Kvale and Brinkmann (2009) to highlight the importance of 
contextualising and narrativising the accounts of the interviewees, by describing and situating them in their 
temporal and social context, instead of looking at them as a snapshot. For example, many of the 
interviewees recalled stories of when they started their careers, or of professional experiences outside 
Portugal. It is important not to decontextualise these experiences in order to interpret them correctly. It is 
also crucial to focus on the particular example despite attempts to generalise, since qualitative 
researchers deal with particular people at particular places and time. 
In the quantitative part, ethics is understood in a different sense. The researcher signed a statement of 
responsibility with GEE/MEE, who provided the data. In this statement of responsibility she compromised 
to: only use micro-data for the purposes of this investigation; protect the confidentiality of the data; not 
cross data to obtain information about single individuals, establishments or companies; and not give data 
to third parties among other aspects. 
5.7.2 Credibility of the results 
The credibility of research findings is usually related to two aspects: reliability and validity (Collis & 
Hussey, 2005). Reliability is related with the consistency of results (Kvale & Brinkmann, 2009). It is the 
extent to which an experiment yields the same results, even when replicated (Collis & Hussey, 2005). In 
interpretivist and qualitative studies, reliability is not considered as important as in positivist and post-
positivist studies. In such studies, the aim of the researcher is to obtain knowledge about a certain 
phenomenon, and capture rich and detailed data. Therefore, in such studies reliability is lower, while 
validity is higher (Collis & Hussey, 2005).  
In the qualitative part, procedural reliability is related with consistency. Tashakkori and Teddlie (2003) 
propose that researchers ask themselves the question: ‘did we indeed capture the phenomenon or 
attribute that we intended to (or we believe we captured)?’ (p. 694). In order to increase the reliability of 
the study, some research participants were interviewed twice, while others were addressed follow-up 
questions by e-mail (McKinnon, 1988, as cited in Ihantola & Kinn, 2011). Interviews were transcribed as 
accurately as possible, and detailed notes were taken in the one instance when the voice-recorder did not 
work. Therefore, it is believed that the data obtained are reliable and consistent. 
Validity can be defined as ‘a way of establishing what counts as true’ (Ramazanoglu & Holland, 2009, p. 
13). In the social sciences, it is related to whether a method investigates what it claims to investigate 
(Kvale & Brinkmann, 2009). In feminist research, it is also related with the way knowledge is produced and 
authorised. There is no neutral or universal way of producing valid knowledge (Ramazanoglu & Holland, 
2009). Validity also pertains to evaluate whether the findings are trustworthy so that action can be taken 
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on their implications, and whether social policy or legislation can be constructed with basis on them 
(Lincoln et al., 2011). For Kvale and Brinkmann (2009), validation should permeate all the phases of the 
research process and not only the final stage. 
Validity, or ‘trustworthiness,’ can be addressed differently depending on the framework adopted by the 
researcher (see Appendix 43), and it is related with the epistemological questions and the way objectivity 
is understood in the research. In this investigation, the researcher escapes claiming that objectivity is 
either impossible to accomplish or that it is the attainment of knowledge free of bias. Validity is understood 
here as the result of the reflexivity of the researcher and the dialogical intersubjectivity through 
communicative validation both with other researchers and the research participants (Kvale & Brinkmann, 
2009). Given the importance of narrative accounts in this investigation, it is important to underline that in 
some instances the truths sought after were ‘narrative truths’ rather than ‘historical truths’ (Spence, 1982, 
as cited in Polkinghorne, 2007). Frequently stories were not taken at face value and it was not analysed 
whether they were accurate representations of reality or not, but they were taken instead as evidence of 
the meaning experienced by people. 
One of the ways to avoid validity threats was to ask the research participants during the interview to clarify 
what they had said, or ask them to expand on some of the topics and provide examples in order to avoid 
misinterpretations and bias by the researcher. Another way was to return to participants after the interview 
and during the writing process in order to clarify and further explore questions arising during the 
interpretation of the interviews.  
One of the advantages of this being a mixed methods study is that it was possible to seek to compensate 
the weaknesses of one approach with the strengths of the other approach (Onwuegbuzie & Johnson, 
2006). The low number of research participants in the qualitative phase was compensated by studying the 
whole population in the quantitative part. Given that the women interviewed are part of the population 
analysed with quantitative methods, there is no mismatch in the samples, which allows for meta-
inferences (Onwuegbuzie & Johnson, 2006). The researcher believes that Onwegbuzie and Johnson’s 
(2006) ‘nine types of legitimation’ (i.e. validity), were for the most part respected and that there are no 
serious threats that call into question the credibility of this study. 
The next section is a reflection about the researcher’s values and characteristics, such as sex, age or 
education, which might have had some influence in the research process.  
5.7.3 Reflexivity: locating the researcher  
Reflexivity involves ‘acknowledging the ways in which the researcher’s experience both shapes and is 
shaped by the research process’ (Aitchison, 2005, p. 25). It is ‘the process by which researchers reflect 
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and consider the impacts of their personal subjectivity and consequences of their participation in the 
research process and report on the same in their writings’ (Jennings, 2005, p. 108). Reflexivity is 
necessary because researchers have their own system of values, beliefs and prejudices and research 
involves selection, explanation, interpretation and judgment (Letherby, 2003). Research is not ‘hygienic’ 
(Letherby, 2003), since it is not ordered, academic or rational (Millet, 1998, as cited in Letherby, 2003). 
Researchers have their own values and this will influence their interpretations (Collis & Hussey, 2005). 
Therefore, reflexivity implies openness, intellectual honesty and making those values explicit (Aitchison, 
2005; Letherby, 2003). It is a requirement in both feminist and postmodern research. This research was 
carried out in a feminist vein, therefore the approach to the domain under analysis is not ‘value free’ or 
‘gender neutral’, but is compromised with social justice and women’s empowerment.  
The sex, age, skin colour, and accent of the researcher are also likely to affect how the researcher is seen 
by the respondents, and consequently affect the data collected (Letherby, 2003). In this study, the 
researcher was significantly younger than most of the interviewees and had no practical experience in the 
tourism sector outside the academia. This situation placed the women interviewed in a position of 
authority, since the majority were older and had insider knowledge of the hotel and travel sectors, which 
the researcher lacked. This might have led them to speak more freely and with more confidence about 
their experiences. The researcher’s age was not conveyed during the interview, but in both Skype and 
face-to-face interviews the age gap was obvious and the researcher felt that it evoked some form of 
empathy from the interviewees. The researcher also felt that the fact of being a woman helped bridging 
the gap with the interviewees and the establishment of rapport and some degree of intimacy. She believes 
that it also allowed for a more confidential tone, as well as a humorous tone at times, when ironising. 
Establishing rapport is essential for the success of an interview, as underlined by Jennings (2005). In 
some cases, reciprocity was needed in order to establish rapport and intimacy (Oakley, 1981). As a result, 
the researcher also answered questions, since some research participants were curious about the 
investigation and the researcher’s experience in Sweden, where she was living as a visiting PhD student 
at the time when most of the interviews took place. 
The researcher did not have any children at the time of the investigation, which she perceived to some 
extent as a barrier to a better understanding of the experiences of the managers who were mothers. 
However, the detailed descriptions of the interviewees, the extensive revision of the literature, as well as 
informal conversations with people with children, helped bridging this gap. Becoming more mature during 
the years of writing contributed to a better understanding of research participants’ life experiences.  
During the research process there was a concern that a background of white, heterosexual privilege might 
make it difficult to avoid some of the pitfalls of most of ‘women in management’ research, i.e. interpreting 
the experiences of white and heterosexual women as universal and ignoring intersectionalities. Therefore, 
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there was an effort not to ignore the existence and intersection of other forms of oppression. This topic is 
developed in Section 5.7.4 Limitations. 
Another aspect is related to the fact that the researcher introduced herself as a doctoral student in 
Tourism Studies. This might have conditioned the opinions expressed by the research participants to 
some extent when asked about the importance of tourism studies, since it could prevent the interviewees 
from expressing a more negative attitude about this study field. However, most of the interviewees had 
themselves degrees in this area. This might have conditioned their opinions as well. Nonetheless, several 
of these interviewees pointed out some negative aspects of tourism degrees. 
Reflexivity is also about acknowledging one’s relationship with the researched (Ramazanoglu & Holland, 
2009). The researcher and the interviewee with whom the pilot study was carried out were already close 
friends. However, the researcher does not consider that this has biased the results in any form. On the 
contrary, the stronger rapport and intimacy levels led to greater openness during this particular interview, 
both in terms of the details provided and in terms of the language used, which was more colloquial and 
expressive. The testimony of this research participant was of particular relevance for the formulation of the 
research plan.  
The researcher was divided between writing in the first or in the third person. Although she wanted to use 
the first person, she feared that it would make her work less acceptable in her study field. Therefore, she 
decided to use the third person, but not necessarily in a way that camouflages all signs of her subjectivity. 
Instead of pretending to perform the ‘God trick’, i.e. writing as a detached observer ‘from nowhere’ (Calás 
& Smircich, 2006; Haraway, 1988), in some moments she makes her bodily presence noticed (see also 
Appendix 44 Reflexivity).  
5.7.4 Limitations 
Developing this investigation implied privileging some methodological choices over others, which has 
inevitably implied some limitations. Firstly, only a small sample of women was interviewed, since 
interviewing more women in-depth would have made it more difficult to analyse and carefully reflect about 
each woman’s individual account. It would have implied losing depth and richness in the analysis. A 
consequence of this choice is the difficulty of generalising the findings to a broader population of women 
managers. The same way, it should not be assumed that women in other cultures would face similar 
circumstances or hold similar views to those of the participants in this study. However, generalisability was 
not the aim of the qualitative part of this research. In order to strengthen the explanatory power of the 
results, stratified purposeful sampling was chosen, to include women with more heterogeneous 
experiences. As already mentioned at the beginning of this chapter, an ‘analytical generalisation’ of the 
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results (Kvale & Brinkmann, 2009) is possible. Merriam (1998, as cited in Wilson, 2004) also suggests 
another alternative for the traditional positivistic generalisation, which she named ‘user’ or reader 
generalisability. It involves providing ‘rich, thick descriptions’ and ‘leaving the extent to which a study’s 
findings apply to other situations up to the people in those situations’ (p. 108). 
Secondly, this research is also somewhat heterosexually biased. The author is aware that a heterosexual 
family model is taken as the norm in some of the questions posed to the interviewees. There is also a lack 
of cultural and racial diversity in the study. However, this lack of ethnic and racial variety among the 
interviewees should not be understood as bias, as the researcher strived to include women with other 
backgrounds, however unsuccessfully. When the snowball sampling technique was attempted, the 
research participants had difficulties to identify foreign women in high-level management positions, as well 
as women from ethnic or racial minorities. Quantitative data suggest that this may be explained by the lack 
of women from ethnic minorities in power positions. In fact, there was only a very small percentage of 
foreign women at the managerial level in tourism organisations in Portugal, as statistical data confirmed. 
This absence, not only from the ‘sample’ but also from the participants’ discourses, is self-revealing of the 
invisibility of the race/gender intersection and the lack of gender/race neutrality in organisations and 
management. However, other intersections were addressed. Women stemming from different social and 
economic backgrounds were inquired. Still, women outside management positions were left outside the 
analysis and for this reason the study ends up being limited to women who are in a relatively privileged 
position.  
Thirdly, further possible limitations of this research are that participants might have left out or obscured 
some aspects of their experiences, or resisted fully revealing the felt meanings. Besides, the interview 
texts are co-created by the interviewer and the interviewees, which adds complexity to the process 
(Polkinghorne, 2007). Furthermore, the interviews were inherently a retrospective process. Women were 
relying on their memories, instead of accounting for their experiences in situ. Experience is not directly 
observable and is not directly available to the researcher (Polkinghorne, 1988, 2005, 2006). Interviewees’ 
stories are rather a reconstruction of the past, and they can be influenced by emotions or suggestions, or 
may be dependent on the participants’ ability to reflect about their experiences. Besides, self-reports do 
not ‘mirror’ experiences, as people do not have complete access to their inner life. In addition, the 
translation of a reflection into language might further increase the distance between the evidence of an 
experience and the experience itself (Polkinghorne, 2005). However, ‘memory of past experiences is not 
completely fallible either’ (Polkinghorne, 2005, p. 143).  
Fourthly, men were not interviewed, and as a result, this study does not account for career barriers that 
might be gender neutral, i.e. faced by men and women alike. However, not interviewing men was a 
deliberate choice, since women are not yet in parity with men and, for this reason, it is still important to 
given them a central focus in tourism research, as analysed in Section 4.5.1.  
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Finally, there are some limitations concerning quantitative analysis. The variable ‘experience’ did not exist 
in the original dataset trying to compute it in artificial ways seemed dubious. However, not including this 
variable in the decompositions also makes it harder to establish comparisons with previous studies that 
used this variable (González et al., 2005; Santos & Varejão, 2007). 
5.8 Conclusion 
This chapter has outlined the methodology and epistemological assumptions on which this research 
project is based. The ontological and epistemological assumptions of positivism and traditional science 
were deconstructed from the perspective of post-positivism and interpretivism/constructionism, namely 
assumptions that there is a single reality separated from the knower, or that ‘total objectivity’ and ‘universal 
knowledge’ are attainable. Feminist criticisms to traditional science were also approached, namely feminist 
claims that all research findings have political implications and that investigation should thus be engaged 
with improving living conditions in the society and social justice, instead of pretending to be neutral or 
‘value-free’ (Denzin, 2012; Ramazanoglu & Holland, 2009). Therefore, this study is premised on a 
paradigmatic approach that transcends positivism, and is framed by a feminist perspective. 
Recent trends in feminist thought, clustered by Lykke (2010b) under the name ‘feminist post-
constructionism’, simultaneously transgress and embrace postmodern thought. While denying ‘grand 
narratives’ and ‘total objectivity’, they allow for partial objectivity, ‘agential realism’ and ‘situated 
knowledge’ and recognise the importance of material analyses (Barad, 2007; Haraway, 1988, 1991; 
Lykke, 2010b). This investigation is influenced by such contemporary feminist theorising. 
As a result, this study has an overarching feminist research question, which is best answered through a 
qualitative dominant mixed methods research design (Johnson & Onwuegbuzie, 2004; Johnson et al., 
2007). The qualitative approach gives voice to research participants and contributes to a deeper 
understanding of their experiences. The quantitative approach is complementary and, by representing the 
population, it indicates the extent and pattern of the inequalities (Brannen, 1992). This implies that there 
are different paradigms underlying each of these methodological approaches. While the qualitative 
approach has a post-constructionist paradigm, the quantitative part has a post-positivist paradigm. 
In the quantitative part of the study, secondary data were used, namely an official longitudinal matched 
employer-employee micro-data set (GEE/MEE, 2012). The aim of this analysis was to characterise tourism 
businesses and gendered patterns in tourism employment, namely in senior management. Exploratory 
and confirmatory statistical analyses were carried out with these data with SPSS and Stata.  
The qualitative part of the study is the core of this investigation. The researcher carried out semi-
structured in-depth interviews with female top-level managers in travel agencies, tour operators and hotels 
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in Portugal, and performed thematic analysis combined with narrative elements with the primary data 
obtained. The software NVivo was used to organise the themes for subsequent analysis. Research 
participants were selected based on stratified purposeful sampling combined with snowball sampling. In 
this study, ‘being at the top’ is conceived as a heterogeneous concept, and it is not restricted to women 
climbing the corporate ladder in larger companies, but encompasses women in leading positions in SMEs, 
namely in family-owned businesses, who have been comparatively less analysed (Mínguez-Vera & Martin, 
2011) in ‘glass ceiling’ literature.  
During thematic analysis, there was a mix of deductive and inductive approaches. This analysis had a 
constructionist leaning, since it regarded meanings not as inherent in the experiences, but as socially 
constructed (Braun & Clarke, 2006). Some elements of narrative analysis were also introduced during the 
interpretation of the interviews, in order to capture the fluidity and variability of individual experiences 
(Clark et al., 1997; Czarniawska, 2004). 
In this methodological discussion, reflections were included on how the present investigation considered 
ethical concerns, and the extent to which the results obtained can be considered valid. The researcher 
also reflected about her subjective position by making her feminist values explicit, and considered how this 
might have influenced the research process. 
Developing this investigation implied privileging some methodological choices over others, which has 
inevitably implied some limitations. While the preference for in-depth interviews with a relatively small 
group of women makes it difficult to generalise the findings to a broader population of women, it enabled 
greater depth and richness in the analysis. Still, although the knowledge produced in the qualitative part is 
not universally valid, it can be transferred to other situations, with basis on the analysis of similarities and 
differences between situations (Kvale & Brinkmann, 2009). 
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CHAPTER 6 Gendered Patterns of Employment in the Portuguese 
Tourism Sector – A Quantitative Approach 
 
6.1 Introduction 
The tourism workforce has a feminised workforce in most countries. In Portugal, it is regarded as one of 
the most promising economic activities, particularly in a time of social and economic crisis. However, what 
are the conditions of the employment generated in the field? Do they reinforce or challenge gender 
inequalities? The aim of this chapter is to provide a broader picture of inequalities in the tourism sector, 
particularly among senior managers. The sectors under analysis are hotel establishments and travel 
agencies/ tour operators. The purpose of this chapter is: (i) to identify the gendered patterns of 
employment and gender inequalities observed in the tourism sector, namely among senior managers; and 
(ii) to investigate to what extent the tourism sector is women-friendly vs. reinforcing of gendered patterns 
of employment, with basis on the quantitative data analysed. 
The chapter is divided into three different parts. In Section 6.2 tourism businesses are characterised. The 
purpose of Section 6.3 is to analyse the employment conditions, gender inequalities, gendered patterns of 
employment and the gender pay gap, comparing men and women, particularly male and female senior 
managers, in tourism businesses and in the economy as a whole. Finally, in Section 6.4 earnings are 
analysed with multiple linear regression models, and the gender pay gap is decomposed into a part that is 
explained by differences between women and men's characteristics and a part that cannot be explained 
by such differences and may be attributed to discrimination. The Blinder-Oaxaca decomposition is used to 
decompose the pay gap in tourism, non-tourism, the economy as a whole, and among senior 
management and employees in general. 
6.2 Characterisation of Tourism Businesses 
According to the database Relatório Único (2012), there were 274,388 companies in Portugal (excluding 
the Azores) in 2012, comprising 327,013 business establishments. Figure 6.1 depicts the distribution of 
these companies by economic activity. 
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Figure 6.1 Companies in Portugal by economic activity (CAE Rev. 3.1) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Regarding Figure 6.1, it can be concluded that the sector accommodation and food & beverage, which is 
part of the tourism sector, is the fourth economic activity in terms of number of companies, after wholesale 
& retail trade/ repair of motor vehicles, construction and manufacturing. These data indicate the 
importance of the tourism industry for the economy. 
The present study is centred on the analysis of hotel establishments, and travel agencies and tour 
operators27. In the year 2012, there were 780 travel businesses (725 travel agencies and 55 tour 
operators) and 2228 hotels (1401 with restaurant and 827 without restaurant), which corresponded to 
0.4% and 0.8% of all the Portuguese companies, respectively. At the establishment level, there were 1223 
travel agency and tour operator establishments and 2672 hotel establishments.  
Tourism business establishments are not evenly distributed throughout the country (Table 6.1). Even 
though Algarve, Lisbon and Madeira are the regions renown for the most intense tourist activity in 
Portugal, it is in the North, Lisbon and Centre regions where most hotels are concentrated. Algarve is only 
the fourth region in terms of number of hotel establishments, but it concentrates one third of existing hotel 
beds in Portugal (see Section 4.3). It also has the largest hotel units in the country, and for this reason 
employs the largest share of hotel workers in Portugal (this will be analysed in Section 6.3.5 – Company 
size and region of the establishment). Travel agencies and tour operators also display an uneven 
geographical distribution, being mostly concentrated in Lisbon and the North. It is in Madeira and Algarve 
                                                          
27 Considering the economic activities mentioned in Figure 6.1, hotels are a subsector of ‘accommodation and food & beverage’, 
while travel agencies and tour operators are a subsector of ‘administrative and support services’. The terms ‘travel businesses’, 
‘travel companies’ or ‘travel sector’ are used in this chapter interchangeably with ‘travel agencies and tour operators’. 
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that hotels and travel businesses occupy a greater proportion of existing companies. As already 
mentioned, data for Azores for 2012 were not available in the database at the time this chapter was 
finished (July 2015). 
 
Table 6.1 Regional distribution (NUT II) and regional relative importance of hotels and travel agencies/ tour operators 
(establishments) 
 
Regional distribution of hotels and travel 
businesses (establishments) 
Regional importance of hotels and 
travel businesses (as % of total 
regional business establishments) 
Region (NUT II) Hotels Travel businesses Hotels 
Travel 
businesses 
North 23.1% 29.4% 0.5% 0.3% 
Algarve 19.8% 10.1% 2.8% 0.7% 
Centre 21.4% 15.5% 0.8% 0.3% 
Lisbon 21.0% 35.0% 0.7% 0.5% 
Alentejo 7.5% 3.4% 0.8% 0.2% 
Madeira 7.3% 6.5% 2.5% 1.0% 
Total 100% 100% 0.8% 0.4% 
Chi-square 𝝌2(5) = 162.223, p = .000   
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Most Portuguese companies have fewer than ten employees (85.2%) or even fewer than five employees 
(67.8%). It can be concluded that micro-sized companies (i.e. with less than ten workers) are the great 
majority of businesses. In the literature it is usually highlighted how tourism businesses tend to be ‘small’ 
or ‘familiar’ in terms of number of employees and structure (Costa, 2005). Hence, the hypothesis below 
was tested: 
Hypothesis 1: The number of workers in tourism businesses is smaller than in the economy as a 
whole. 
Hotels are more likely to employ a greater number of workers, in contrast to the remaining sectors 
analysed (Figure 6.2). Businesses in the travel sector tend to be smaller than in the hotel sector, but 
slightly larger than in the economy as a whole. Consequently, when it is claimed in the literature that 
tourism businesses tend to be ‘small’ or ‘familiar’ businesses, it is important to define which sector is being 
talked about and, most of all, to bear in mind that small-sized businesses also prevail in the economy as a 
whole. Therefore, Hypothesis 1 is rejected for the hotel sector. 
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Figure 6.2 Company size according to number of workers, by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
If the sales volume of companies in hotels, travel businesses and the economy as a whole are compared, 
it can be concluded that travel businesses, despite being smaller in dimension, have a larger volume of 
sales on average (Figure 6.3). This betokens the economic importance of this sector, as underlined by 
Costa (2012). 
 
 
Figure 6.3 Sales volume by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012)   
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6.3 An Analysis of Gendered Employment in the Tourism Sector 
This section concerns the characterisation of the workforce in the hotel and travel sectors. The aspects 
under analysis are the following: sex distribution; age distribution; status in employment; countries of 
origin; company size and region of the establishment; security and stability in employment; working hours 
and type of working arrangement; education; gender occupational segregation; salaries, earnings and the 
unadjusted gender pay gap. Since this study concerns women in management, each aspect in analysed 
for workers in general and then for senior managers at the end of each section.  
6.3.1 Sex distribution  
6.3.1.1 Sex distribution: all workers 
In most economies, men are the majority of the workforce. This is also verified in the Portuguese 
economy, where 53.7% of the workers are male (GEE/MEE, 2012). However, in the tourism sector, 
women usually prevail (Amaro, 2007; Costa et al., 2011; NDP Gender Equality Unit, 2003; Parrett, n.d.; 
Santos & Varejão, 2007). Hence, Hypothesis 2 was put forward: 
Hypothesis 2: Most tourism workers are women. 
This is verified in the current dataset, since women outnumber their male counterparts in travel agencies, 
tour operators and hotels, as can be seen in Figure 6.4 (absolute values in Table 6.2). Thus, one can 
conclude that Hypothesis 2 is confirmed. 
 
Figure 6.4 Percentage of male and female workers by 
economic activity (2012) 
Source: developed by the author based on data from 
GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Table 6.2 Number of workers analysed by sex and 
economic activity (2012) 
Source: developed by the author based on data from 
GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Women’s presence in the labour market has increased substantially in the sectors studied between 1985 
and 2012, particularly in travel agencies and tour operators (Figure 6.5). In 1985, men outnumbered 
women in all the sectors under analysis, but the situation reversed in the 1990s for hotels and travel 
businesses. From then on, these sectors became feminised, i.e. numerically dominated by women. Men 
are still the majority of workers in the economy as a whole, but even there the hiatus between men and 
women has narrowed. Women’s participation in the labour force has practically doubled in the whole 
economy and in the hotel sector between 1985 and 2012. The growth of the male workforce was much 
more modest. In the travel sector, female workers increased by 79% but fewer men worked in this sector 
in 2012 than in 1985.  
 
Figure 6.5 Percentage of women and men in each economic sector and increase rate (1985 and 2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
 
In Figure 6.6, positive percentages signal women outnumbering men and the percentage by which they 
exceeded 50% of the workers in a particular sector, while negative percentages indicate how far women 
were from reaching 50% of total of workers in a particular sector in the years analysed28. The growing 
feminisation of the sectors analysed is very clear. 
 
                                                          
28 The value 0% corresponds to a hypothetical situation in which each sex has a share of 50% of the workers, and there is no 
numerical difference between them. 
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Figure 6.6 Difference between the percentage of male and female workers by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
6.3.1.2 Sex distribution: senior managers 
Figure 6.7 shows that there is a greater percentage of senior managers among men than among women 
in all the sectors analysed. In travel business, there is approximately the same number of men and women 
holding these positions. The number of both male and female senior managers increased significantly in 
the period analysed, but this increase was much more visible among women than among men. The 
number of women senior managers increased about five times more than men in similar positions in the 
economy as a whole and in hotels, while in travel businesses female senior managers increased seven 
times more than their male counterparts in the period analysed. However, it is important to bear in mind 
that the codification of economic activities changed in 1995 and that the impact of this change is most 
visible in the statistics concerning the travel sector (‘shipping and travel agencies’ until 1995 and ‘travel 
agencies and tour operators’ after that year).  
 
Figure 6.7 Senior managers by sex, economic activity and increase rate (1985 and 2012) (% within level of qualification) 
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Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
 
Although the imbalance in the representation of men and women in senior management positions has 
narrowed remarkably, in hotels and the economy as a whole it is still quite far from being closed (Figure 
6.8). 
 
Figure 6.8 Disparity in the representation of women and men in senior management (difference between the percentage 
of male and female senior managers) (1985-2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
 
The figure above suggests that the situation in the travel sector is comparatively more favourable and that 
men and women are almost equitably represented in high-level positions. However, it should be borne in 
mind that women outnumber men in this sector. Therefore, if women and men were to be equitably 
represented in senior management positions, women would have to correspond to more than half of 
senior managers. Figure 6.9 takes into account the proportions of women and men in each field, and 
presents the percentage of workers who are senior managers among women and among men. 
0%
20%
40%
60%
80%
Economy as a
whole
Hotels
Travel
businesses
74% 75%
64%
22%
21%
7%
1985
2012
Chapter 6: Gendered Patterns of Employment in the Portuguese Tourism Sector – A Quantitative Approach 195 
 
 
Figure 6.9 Percentage (within sex) of male and female senior managers by economic activity (1985 and 2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
 
The improvement in the representation of women among senior managers is less clear in this figure than 
in the previous one, since the feminisation of management was accompanied by a feminisation of the 
workforce in general. Hence, despite the improvements in the representation of women in senior 
management, men are still much more likely than women to reach the top of organisations. 
6.3.2 Age distribution  
6.3.2.1 Age distribution: all workers 
Concerning age, men are significantly older than women in the economy as a whole and travel 
businesses, but not in the hotel sector, where the reverse trend is observed. The age gap is widest in 
travel businesses, but differences are statistically significant for all the sectors under analysis (Table 6.3). 
 
Table 6.3 Age by sex and economic sector (2012) 
 Men Women T-test Sig. 
Economy as a whole 40.48 39.49 t(2584359.9815) = 72.673, p. = .000 
Hotels 39.35 41.22 t(40197.417) = -16.171, p. = .000 
Travel businesses 41.47 38.42 t(4569.405) = 11.729, p. = .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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In hotels, men are more represented than women among workers younger than 35 (40% of men vs. 32% 
of women), while women are more represented among older workers (35-64 years old), since 67% of 
women are in this age bracket, as compared to 58% of men. The reverse is true in travel agencies and 
tour operators, where men are more concentrated among the oldest workers, i.e. 45 or older (35% of men 
vs. 24% of women), while women are more represented among younger ones. However, in absolute 
terms, women prevail in almost all age groups (except above 65 years old) in travel agencies and tour 
operators (Figure 6.10). 
 
 
Figure 6.10 Workers' distribution by age groups, sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.3.2.2 Age distribution: senior managers 
Senior managers are older on average than non-senior managers, and male senior managers are also 
more likely to be older than their female counterparts in all the sectors analysed. These differences are 
statistically significant for hotels and the whole economy, but not for travel agencies and tour operators 
(Table 6.4). 
Table 6.4 Senior manager's average age by sex and economic activity (2012) 
 Males Females t test 
Hotels 46.04 44.26 t(2354.202) = 4.207, p = .000 
Travel businesses 46.49 45.50 t(957.156) = 1.575, p = .116 
Economy as a whole 43.82 40.85 t(282705.081) = 82.046, p = .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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In hotels and the economy as a whole, women are concentrated in the age bracket below 45, while men 
are more concentrated above that age bracket (Figure 6.11). This pattern is less clear in travel 
businesses, since male senior managers are more concentrated both in the youngest and the oldest age 
brackets (below 25 and above 65) while 89% of female senior managers are between 35 and 64 years 
old. However, in absolute terms men prevail in all age brackets in all the sectors analysed because they 
are the majority of senior managers. 
 
 
Figure 6.11 Senior managers' distribution by age bracket, sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.3.3 Status in employment  
In this section, the workforce is characterised in terms of status in employment, i.e. according to whether 
workers are employers or employees. Employers are those who employ other workers, while employees 
are hired to provide services to a company in exchange for compensation, but do not provide these 
services as a part of an independent business29. From the analysis of Figure 6.12, it can be observed that 
most of the workers in all the sectors analysed are employees. There is a greater proportion of employers 
in travel agencies and tour operators (8%) than either the economy in general (7%) or hotels (2%). 
 
                                                          
29 The category ‘others’ groups together non-remunerated family workers and active members of productive cooperatives, which 
only make up for a residual percentage of workers. 
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Figure 6.12 Status in employment by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
According to other studies, men are the majority of entrepreneurs and business owners (Allen, Elam, 
Langowitz, & Dean, 2008; Costa et al., 2012b). Therefore, the hypothesis below was formulated: 
Hypothesis 3: Most employers are men. 
Most of the employers in the economy as a whole are men (70%). This is also verified in travel agencies 
and tour operators (57%) and hotels (60%), albeit in a smaller degree (Figure 6.13). 
 
 
Figure 6.13 Percentage of employers (within status in employment) by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Nevertheless, although these tourism subsectors are predominantly feminised, men correspond to the 
majority of employers. Therefore, if the within-sex percentage of employers is analysed in Figure 6.14, the 
gap between the proportion of employers among women and men becomes clearer. This imbalance is 
particularly marked in travel agencies and tour operators, where 12% of men are employers, in contrast to 
only 6% of women. The differences observed between men and women are statistically significant for all 
the sectors. Therefore, Hypothesis 3 is confirmed. 
 
Figure 6.14 Employers (percentage within sex) by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
The proportion of employers among senior managers is much higher than among workers in general. 
Between a third and a half of senior managers are employers in the sectors analysed. Still, employees 
account for most of senior managers. The only exception is the travel sector, where male senior managers 
are more likely to be employers than employees (Figure 6.15). It can be observed in all the sectors, but 
particularly in the tourism sample, that male senior managers are more likely than women to be 
employers. 
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Figure 6.15 Status in employment of senior managers by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
 
6.3.4 Countries of origin 
6.3.4.1 Countries of origin: all workers 
The vast majority of workers in the database are Portuguese: 95.3% of women and 95.5% of men. In 
travel agencies and tour operators, the proportion of Portuguese workers is slightly larger than in the 
overall economy (95.5% of men and 94.8% of women). In contrast, the hotel sector has a higher 
proportion of non-national workers, particularly among women: 7.8% of the male workers and 10.9% are 
female workers in the sector are from outside Portugal. In Section 6.3.9, it will be analysed how most of 
these foreign workers fill low-skilled jobs. 
In the whole economy, most non-national workers come from Brazil (1.1%), Ukraine (0.6%), Cape Verde 
(0.5%), Romania (0.3%), and Angola (0.2%). It is also from these countries that most of the foreign 
workforce in hotels comes. As to travel agencies and tour operators, most foreigners come from Brazil, but 
there is a greater percentage of European immigrants, including from the European Union. Hence, the 
most important countries of origin for travel sector workers rank as follows: Brazil, Germany, Ukraine, 
Russia and the United Kingdom (Table 6.5).  
There are more employers among Portuguese workers than among foreign workers in the sectors 
analysed, except travel agencies and tour operators (Figure 6.16). 
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Table 6.5 Ten most common countries of origin, by economic activity (2012) 
 Hotels Travel businesses Economy as a whole 
1 Portugal 90.5% 38747 Portugal 95.1% 6197 Portugal 95.4% 2497812 
2 Brazil 2.2% 962 Brazil 0.6% 39 Brazil 1.1% 28780 
3 Ukraine 1.5% 655 Germany 0.5% 35 Ukraine 0.6% 15801 
4 Cape Verde 0.8% 333 Ukraine 0.5% 33 Cape Verde 0.5% 12149 
5 Romania 0.6% 261 Russia 0.5% 31 Romania 0.3 % 85801 
6 Angola 0.5% 213 UK 0.5% 29 Angola 0.2% 6368 
7 Moldova 0.4% 181 Spain 0.3% 23 China 0.2% 5580 
8 Germany 0.4% 178 France 0.3% 18 Moldova 0.2% 4038 
9 UK 0.3% 112 Netherlands 0.3% 16 
Guinea-
Bissau 
0.1% 3800 
10 
Guinea-
Bissau 
0.2% 95 Angola 0.1% 9 
São Tomé and 
Príncipe 
0.1% 3230 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
 
Figure 6.16 Percentage of employers among Portuguese and foreign workers (% within nationality) (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Figure 6.17 shows that more than a fifth of all foreign men working in the travel sector own their own 
business, as compared to a tenth of the foreign women. The percentages of women and men differ 
significantly by status in employment for all the examined sectors, both in the Portuguese and in the 
foreign workforce30. These percentages are higher among foreign workers than among national workers. 
In all other cases, and taking sex into account, Portuguese workers are more likely to be employers than 
foreign workers are. The table also shows that foreign women in travel businesses are more likely to be 
employers than their Portuguese counterparts. Although women immigrants are often portrayed as 
                                                          
30 Chi-square significance results for status in employment by sex: Sig. = .000 for Portuguese workers (economy as a whole, 
hotels, travel businesses) and foreign workers (hotel, travel businesses); Sig. <.001 for foreign workers in the economy as a 
whole. 
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passive victims, they often create entreprises. Previous studies observed that immigrant women often rely 
on their families and communities to start their own businesses (Morokosavic, as cited in Mirchandani, 
1999). 
 
Figure 6.17 Percentage of employers within sex and nationality (Portuguese vs. foreign) by economic activity (2012) 
Note: The total (100%) would correspond to: proportion of employers (by sex and nationality) + proportion of employees + 
proportion of other workers. Only the percentages relative to employers were included in the figure. 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
There are comparatively more EU immigrants among employers, while among employees there are 
comparatively more workers from other European countries and Portuguese-speaking African countries. 
This contrast between the nationalities of employers and employees is more visible in hotels and the 
economy as a whole than in travel agencies and tour operators. Most foreign employers in the total 
economy are Chinese (20%) or Brazilian (19%). In the hotel sector, the most frequent countries of origin 
for foreign employers are the UK (18%) and Brazil (12%), while in travel businesses it is Russia (20%) and 
the UK (18%). 
6.3.4.2 Countries of origin: senior managers 
There is a higher percentage of senior managers among Portuguese workers than among workers from 
other nationalities except in the travel sector (Table 6.6). As observed before, men in general are more 
likely to be senior managers than women, and this tendency is also observed among foreign workers. 
However, the gender disparity is wider in the tourism subsectors than in the economy as a whole, 
particularly among foreign workers. 
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Table 6.6 Percentage of senior managers among men and women, Portuguese and foreign workers, by economic activity 
(2012) 
 Economy as a whole Hotels Travel businesses 
 Men Women Men Women Men Women 
Foreign workers 
10.0% 6.7% 7.5% 2.8% 28.7% 11.8% 
6304 out of 
62798 
3812 out of 
56723 
113 out of  
1499 
71 out of 
 2579 
31 out of 
 108 
25 out of 
 212 
Portuguese workers 
14.7% 10.8% 8.5% 4.7% 20.8% 10.9% 
196491 out of 
1338830 
124754 out of 
1158982  
1507 out of 
17665 
991 out of 
21082 
481 out of  
2310 
424 out of  
3887 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Senior managers are more likely to be employees than employers except foreign senior managers in the 
travel sector (Figure 6.18). In all the sectors analysed, both Portuguese and foreign women are more likely 
to be employees than men. 
 
Figure 6.18 Portuguese and foreign senior manager's status in employment by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
0%
20%
40%
60%
80%
100%
Portuguese Foreigners Portuguese Foreigners Portuguese Foreigners
Economy as a whole Hotels Travel businesses
39% 46%
32% 31%
46%
71%
60% 54%
68% 69%
53%
27%
Employees
Employers
Others
204 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
6.3.5 Company size and region of the establishment 
6.3.5.1 Company size and region of the establishment: all workers 
More than one third of the labour force in travel agencies and tour operators works for micro-sized 
companies, i.e. companies with fewer than ten employees (Figure 6.19). A similar trend is observed in the 
economy as a whole, but not in hotels, where only 12% of the workforce is employed in micro-businesses, 
despite the fact the latter correspond to only two thirds of the existing companies in the sector (Figure 6.2, 
analysed before).  
 
 
Figure 6.19 Distribution of workers according to company size (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Hotels have the highest percentage of individuals working for companies comprising between 20 and 249 
workers. However, the proportion of workers in larger-sized companies is larger in the travel sector and 
the economy as a whole than in the hotel sector. This means that workers in travel agencies and in the 
overall economy are more concentrated in either micro-sized or large-sized businesses, instead of 
businesses of small or medium dimension. In the travel sector’s case, there are only three large travel 
businesses, but it is noteworthy that these three companies alone concentrate almost a fourth of all the 
workers in the sector. 
In the overall economy, men are slightly more concentrated in smaller companies and women in larger 
companies (Figure 6.20). In travel agencies and tour operators, women are also particularly concentrated 
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in larger companies, even if they prevail in almost all business size categories. The opposite trend is 
verified in hotels, since the proportion of women is greater in smaller-sized units, while men are more likely 
to work for larger-sized units.  
 
Figure 6.20 Distribution of workers by sex and economic activity according to company size (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
 
The regions that attract the majority of tourism workers are Algarve and Lisbon in the case of hotels, and 
Lisbon and the North in the case of travel agencies and tour operators. Almost a half of workers in travel 
businesses are concentrated in Lisbon. In the economy as a whole, the regions that attract the majority of 
workers are the North, followed by Lisbon and the Centre (Figure 6.21). 
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Figure 6.21 Distribution of workers by region (NUTS II) of the establishment and economic activity of the company (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Figure 6.22, Figure 6.23 and Figure 6.24 show the distribution of workers in the tourism sector and the 
economy as a whole according to establishment size and region where the establishment is located. In the 
economy as a whole, most workers are concentrated in the North and Lisbon regions. It is in Lisbon that 
the largest establishments are situated (Figure 6.22). 
In the hotel sector, the regions where the majority of workers are concentrated are also the regions where 
more people work for larger business units. In Algarve and in Lisbon, the majority of hotel workers are 
concentrated in business units with more than 50 workers (62.2% and 58.9%, respectively). In the 
remaining regions, where hospitality employs fewer individuals, the majority of workers are in business 
units of smaller dimension (Figure 6.23). As to the travel sector, the majority of establishments are 
concentrated in Lisbon, and it is also in Lisbon that the largest establishments are situated (Figure 6.24). 
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Figure 6.22 Distribution of workers by region and size of the business establishment, economy as a whole (2012)  
 
Figure 6.23 Distribution of workers by region and size of the business establishment, hotels (2012) 
 
Figure 6.24 Distribution of workers by region and size of the business establishment, travel businesses (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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6.3.5.2 Company size and region of the establishment: senior managers 
In the travel sector, almost two thirds of senior managers are concentrated in micro-sized businesses 
(below ten workers). Almost a half of all senior managers in the whole economy work for businesses of 
that dimension, and nearly a third work for companies with more than 100 employees. Hotels have the 
lowest proportion of senior managers working for small businesses (Figure 6.25).  
  
 
Figure 6.25 Senior managers by company size and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
In travel agencies and tour operators, the proportion of female senior managers working for large 
businesses is twice the proportion of men. In the economy as a whole, male senior managers are also 
slightly more likely to work for smaller-sized businesses than their female counterparts are. A similar trend 
was observed when all workers were analysed (Section 6.3.5.1). In hotel establishments, such a 
difference in the distribution of male and female senior managers by company size is not visible. 
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Figure 6.26 Senior managers by sex, company size and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Lisbon is the region where most senior managers are concentrated for all the sectors investigated. 
Although it was concluded before that Algarve is the region that employs the majority of hotel workers, the 
majority of senior managers working in hospitality are located in Lisbon. The same is observed for travel 
businesses and the total economy (Figure 6.27).  
 
Figure 6.27 Senior managers by region and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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6.3.6 Security and stability in employment 
6.3.6.1 Security and stability in employment: all workers 
The majority of employees in the economy as a whole have permanent contracts instead of fixed-term 
contracts or other contractual arrangements (Figure 6.28)31. However, according to the literature analysed, 
contracts are less stable in the tourism sector than in the economy as a whole. The tourism sector has 
also been mentioned in the literature as a generator of casual work and unstable contractual situations, 
which mostly affect women (Costa et al., 2011; ILO, 2001, as cited in Ferguson, 2009; Muñoz-Bullón, 
2009; Purcell, 1997). Hence, the following hypothesis was tested: 
Hypothesis 4: Contracts are less stable in the tourism industry than in the economy as a whole. 
The data concerning hotels seem to confirm this idea to some extent, since there are fewer hotel 
employees with permanent contracts than in the economy as a whole (63% vs. 74%, respectively). 
However, there seems to be more contractual stability in travel agencies and tour operators, where 75% of 
employees have permanent contracts (Figure 6.28). 
 
Figure 6.28 Type of contract by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Hypothesis 4 is thus only partially confirmed. Nonetheless, caution is needed when interpreting this data, 
because informal and non-structured employment is not accounted for in this database. With the financial 
difficulties of organisations and the vast source of ‘reserve manpower’ at the time this study was carried 
                                                          
31 By default, only employees are included in the analysis of contracts. 
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out, it is likely that this sort of precarious employment is very substantial, namely informal employment or 
the illegal ‘false green receipts’ (i.e. dependent workers who are employed as independent workers in 
order for the employer to avoid responsibilities with permanent employment). 
The majority of workers with permanent contracts (70%) are in the 35-64 year old range, while 55% of the 
workers on temporary contracts are less than 35 years old. The vast majority of workers between 45 and 
64 years old have permanent contracts (84%). In general, workers are more likely to have permanent 
rather than temporary contracts except younger workers, i.e. below 25.  
 
According to Casaca (2010) and Ramb (2008), men are more likely than women to have permanent 
instead of temporary contracts. The same trend was observed by Muñoz-Bullón (2009) in the Spanish 
tourism industry. Hypothesis 5 was formulated: 
Hypothesis 5: Men are more likely than women to have permanent contractual arrangements. 
In the economy as a whole, men tend to have more stable contracts than women (Table 6.7), and this 
difference is statistically significant. However, in the tourism sector, the findings do not support the idea of 
women having less secure contractual arrangements. The difference observed between men and women 
in hotels is not statistically significant and, in travel businesses, women are more likely to have permanent 
contracts (76.3%) than men (72.2%), and this difference is statistically significant. Therefore, Hypothesis 5 
is rejected for the tourism sectors analysed. In Maumbe and Van Wyk (2008), differences between men 
and women regarding contractual arrangements in the lodging sector were not statistically significant 
either. 
Table 6.7 Type of contract by sex and economic activity (2012) 
Type of contract 
Economy as a whole  Hotels Travel businesses 
Men Women Men Women Men Women 
Permanent contract 73.8% 73.7% 62.2% 62.9% 72.2% 76.3% 
Fixed-term contract 19.8% 21.7% 35.1% 34.4% 26.1% 22.8% 
Open-ended contract 5.6% 3.9% 1.6% 1.8% 0.7% 0.4% 
Others 0.7% 0.7% 1.0% 0.9% 1.0% 0.5% 
Chi sq. (Sig.) .000 .208 .001 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Another indicator analysed was tenure, which allows for the assessment of employment stability (Gabinete 
de Estratégia e Planeamento, 2007). Some studies concluded that men are more likely than women to 
have been working in the same company for a longer period of time (Jones & Makepeace, 1996; Mott, 
2000). The length of the period that the respondents have been working for their current company was 
analysed and Hypothesis 6 was tested: 
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Hypothesis 6: Men are more likely than women to have a longer tenure in the same company. 
The average tenure is about seven-eight years for all the sectors analysed. For women, tenure is longest 
in travel agencies, while for men it is longest in hotels. Men have longer tenure than women in both the 
whole economy and hotels, but not in travel businesses. Yet, women’s longer tenure in this sector is not 
statistically significant (Table 6.8-a). Hence, Hypothesis 6 is confirmed for the total economy and hotels, 
but not for travel agencies and tour operators. 
Workers with less stability and more stability are analysed in Table 6.8-b. Most of the workers have been 
working in the same company for less than four years. Differences between men and women do not seem 
to be very marked, but men seem to have slightly greater stability, understood as working for the same 
companies ten years or more, in the economy as a whole, but not in the tourism sectors, where women 
are more likely to have longer tenure than men. The association between sex and tenure is statistically 
significant for all the sectors analysed. The results are similar to those of Table 6.8-a, but here the 
differences observed between female and male travel workers are statistically significant.  
 
Table 6.8 Tenure by sex and economic activity (2012) 
a) Tenure (number of years in the same company) by sex and economic activity 
 Men Women T-test Sig. 
Economy as a whole 8.26 7.61 t(2608090.684) = 62.536, p = .000 
Hotels 8.03 7.56 t(38722.897) = 5.193, p = .000 
Travel businesses 6.97 7.10 t(6515) =-.683, p =.494 
b) Workers with short and long tenure by sex and economic activity 
  Hotels Travel businesses Economy as a whole 
  Men Women Men Women Men Women 
Less than 4 years 51.1% 49.7% 50.1% 46.7% 46.2% 47.9% 
more than 10 years 31.5% 32.3% 27.8% 28.9% 34.4% 32.0% 
Chi-square 𝝌2 (2) = 8.082, p = .018 𝝌2 (2) = 7.597, p = .022 𝝌2 (2) = 1698.068, p = .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.3.6.2 Security and stability in employment: senior managers 
Managers are more likely to have better career prospects, overall employment conditions and also more 
contractual stability than the remaining workforce (Acker, 1990; Atkinson, 1984). Consequently, 
Hypothesis 7 was put forward: 
Hypothesis 7: Senior managers are more likely to have permanent contracts than the remaining 
workers. 
Senior managers are more likely to have permanent contracts than the remaining workers. This difference 
is particularly visible in travel agencies and tour operators (Table 6.9-a). Hence, Hypothesis 7 is confirmed 
for all the economic activities analysed. 
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Besides, male senior managers are more likely to have permanent contracts than their female 
counterparts in the economy as a whole, but not in the tourism sectors analysed. In these sectors, the 
opposite trend is observed, but differences are not statistically significant (Table 6.9-b). 
Regarding tenure, male senior managers have longer tenure than women, but this difference is only 
statistically significant in the whole economy (Table 6.9-c). If we compare senior managers with long 
tenure and short tenure, we can draw similar conclusions. Female senior managers in travel businesses 
are slightly more likely than male senior managers are to have been in the same company for more than 
ten years, but this difference is statistically insignificant (Table 6.9-d). 
As a result, it can be concluded that senior managers are more likely than the remaining workers to have 
permanent contracts. Regarding differences by sex, male senior managers are more likely than their 
female counterparts to have permanent contracts and also longer tenure. However, for the tourism sectors 
analysed, the differences observed are not statistically relevant. 
Table 6.9 Contract and tenure by economic activity and other variables (2012) 
a) Type of contract of senior managers and other workers by economic activity (only employees) 
Type of contract 
Economy as a whole Hotels Travel businesses 
Senior managers Other workers Senior managers Other workers Senior managers Other workers 
Permanent contract 84.2% 72.9% 81.8% 61.7% 92.4% 73.3% 
Fixed-term contract 12.5% 21.4% 16.4% 35.6% 5.4% 25.6% 
Others 3.3% 5.7% 1.8% 2.8% 2.2% 1.1% 
b) Senior managers' type of contract by sex and economic activity (only employees) 
Type of contract 
Economy as a whole Hotels Travel businesses 
Men Women Men Women Men Women 
Permanent contract 86.3% 81.5% 81.1% 82.8% 91.5% 93.2% 
Fixed-term contract 10.5% 15.1% 17.5% 14.8% 6.0% 4.8% 
Others 3.3% 3.3% 1.3% 2.4% 2.4% 2.0% 
Chi-square test 𝝌2= (3) =994.679, p = <.001 𝝌2= (3) =5.574, p = .134 𝝌2= (3) =1.219, p = .748 
c) Senior manager's average tenure by sex and economic activity (2012) 
 Men Women T-test Sig. 
Economy as a whole 8.26 7.61 t(2608090.7) = 62.5, p = .000 
Hotels 9.22 8.94 t(2680) = .777, p = .437 
Travel businesses 9.58 9.15 t(958.859) = .803, p = .422 
d) Senior managers’ with shorter and longer tenure by sex and economic activity 
Length of tenure 
Economy as a whole Hotels Travel businesses 
Men Women Men Women Men Women 
Less than 4 years 36.8% 40.6% 40.7% 40.7% 34.6% 36.1% 
more than 10 years 42.1% 36.8% 38.3% 37.2% 40.4% 43.7% 
Chi-square test 𝝌2=(2) =914.605, p = <.001 𝝌2=(2) = .587, p = .746 𝝌2=(2) =.3.098, p = .212 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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6.3.7 Working hours and type of working arrangement 
The database did not contain data for employers’ working hours and type of working arrangement. As a 
result, the researcher decided to restrict the analysis in this section to employees and exclude the 
remaining workers. This procedure was also adopted in Gabinete de Estratégia e Planeamento (2007). 
6.3.7.1 Working hours and type of working arrangement: all employees 
According to Kate Purcell (1997), the tourism sector demands long working hours, often at night or during 
the weekend. This idea is also supported by the results obtained in previous studies that analysed 
employment in the Portuguese tourism sector (Carvalho et al., 2011; Costa et al., 2011).  
While the current data from GEE do not allow for the analysis of the way the workers’ schedule is 
arranged (i.e. night work, shift work etc.), it does provide information on the amount of hours worked in the 
normal working period. Therefore, the following research hypothesis was put forward: 
Hypothesis 8: Working hours are often longer in the tourism sector than in most other economic 
activities. 
It is indeed verified that the normal period of working hours is longer in the hotel sector (39.6 hours) than 
in the economy as a whole (37.8 hours). However, the average normal working period is shorter in travel 
agencies and tour operators than in the whole economy (37.7 hours) (Table 6.10-a). Thus, Hypothesis 8 is 
verified in hotels but not in the travel sector.  
Another aspect that is frequently verified is that, in general, men work longer hours in paid employment 
than women (Carvalho et al., 2011; Ramb, 2008). Consequently, Hypothesis 9 was formulated: 
Hypothesis 9: Men tend to have longer working hours than women. 
This tendency is observed in the Portuguese economy as a whole and also in the hotel and travel sectors 
(Table 6.10-a). Hypothesis 9 is confirmed for all the sectors analysed. 
According to Theunissen and Sels (2006), men are more likely to receive overtime pay for working extra 
hours, while women are more likely to take time off as a compensation for overtime, which has 
consequences in terms of the widening of the gender pay gap. Although the GEE database does not 
comprehend information that allows us to either confirm or reject this idea, it contains data that enable us 
to form the following hypothesis: 
Hypothesis 10: Men are more likely than women to work paid extra hours. 
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In all the sectors analysed, men are more likely to work paid extra hours than women, particularly in travel 
businesses (Table 6.10-b). Hence, Hypothesis 10 is confirmed.  
Men are not only more likely than women to work paid extra hours; men who engage in paid extra work 
are also more likely than their female counterparts to work more paid extra hours. This disparity is 
particularly noticeable in the travel sector, where men work more than the double of women’s paid extra 
hours (Table 6.10-c). The differences observed between women and men are statistically significant. 
Table 6.10 Normal working period and monthly extra working hours, by sex and economic activity (2012) 
Economic activity Men Women Total T-test Sig 
a) Normal working period, in weekly hours (average) 
Economy as a whole 38.6 (SD = 4.9) 37.1 (SD = 6.8) 37.8 (SD = 5.8) t(2094788.729) = 199.003, p = .000 
Hotels 39.6 (SD = 2.6) 39.5 (SD = 2.9) 39.6 (SD = 2.8) t(41161.121) = 3.595, p = .000 
Travel businesses 38.1 (SD = 3.9) 37.5 (SD = 4.0) 37.7 (SD = 4.0) t(4490.704) = 5.750, p = .000 
b) Percentage of employees that work paid extra hours  
Economy as a whole 8.0% 4.9% 6.5% - 
Hotels 5.0% 3.8% 4.3% - 
Travel businesses 4.7% 0.7% 2.2% - 
c) Average monthly extra working hours ( employees who worked at least one extra hour) 
Economy as a whole 19.0 (SD = 20.5) 13.5 (SD = 14.6) 17.0 (SD = 18.5) t(149126.667) = 61.188, p = .000 
Hotels 14.6 (SD = 15.8) 13.0 (SD = 13.9) 13.8 (SD = 14.9) t(1801.110) = 2.329, p = .020 
Travel businesses 24.0 (SD = 15.2) 10.1 (SD = 16.1) 20.9 (SD = 15.4) t(127) = 4.291, p = .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
The tourism sector has been pointed out as relying to a greater extent on part-time work than the economy 
as a whole (Hemmati, 2000; Nickson, 2007; Obadić & Marić, 2009; Parrett, s.d.; Purcell, 1997). Hence, 
Hypothesis 11 was put forward: 
Hypothesis 11: Part-time employment is more widespread in the tourism sector than in the 
economy in general. 
In contrast to what other studies in different contexts have claimed, part-time employment is actually less 
widespread in the tourism sectors analysed than in the economy as a whole. In the economy as a whole, 
7% of the workers are employed part-time, but this percentage is much lower in hotels (2%), and travel 
agencies and tour operators (3%) (Figure 6.29). Therefore, Hypothesis 11 is not confirmed. 
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Figure 6.29 Type of working arrangement by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
In many countries women comprise the majority of part-time workers (Casaca, 2010; Daune-Richard, 
1998; Fagan & O'Reilly, 1998; Torres, Mendes, et al., 2008). This tendency has also been found in the 
tourism sector (Hemmati, 2000; Parrett, s.d.; Purcell, 1997). This evidence led to the formulation of the 
following hypothesis: 
Hypothesis 12: Most part-time workers are women. 
In Portugal, women are also the majority of part-time workers (69.4%). There are more part-time workers 
among women (10.3%) than among men (4.1%), and this difference is statistically significant in the overall 
economy (Table 6.11-a). The female participation in part-time labour in Portugal is nonetheless much 
limited in comparison with other countries, as analysed in Section 2.4 (Women and Gender Equality: the 
Portuguese Context) (Eurostat, 2011; Torres, Mendes, et al., 2008). 
Men are also slightly more likely than women to be in full-time work in both hotels and travel businesses, 
but this difference is not statistically significant in the travel sector. This was also verified in the tourism 
sector by Bird et al. (2002), who did not observe wide differences between women and men concerning 
participation in part-time employment. Thus, Hypothesis 12 is only confirmed for hotels and the economy 
as a whole.  
Men’s normal working period is on average longer than women’s, regardless of the type of working 
arrangement and the economic sector, but while the differences observed between male and female full-
timers are statistically significant, the differences between part-timers are only significant for the whole 
economy (Table 6.11-b). 
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Table 6.11 Distribution of male and female employees by type of working arrangement, and normal working period (in 
weekly hours) by type of working arrangement, sex and economic activity (2012) 
a) Distribution of male and female employees by type of working arrangement 
Economic sector Working arrang. Men Women Chi-square testa 
Economy as a whole 
Full-time 95.9% 89.7% 𝝌2 (1) = 35296.878, p = .000 
Part-time 4.1% 10.3% 
Hotels 
Full-time 98.2% 97.8% 𝝌2 (1) = 7.708, p =.005 
Part-time 1.8% 2.2% 
Travel businesses 
 
Full-time 96.9% 96.7% 𝝌2 (1) = .134, p =.714 
Part-time 3.1% 3.3% 
b) Normal working period (in weekly hours) by type of working arrangement 
Economic sector Working arrang. Men Women T-test 
Economy as a whole 
Full-time 39.4 (SD = 2.4) 39.1 (SD = 2.0) t(2268573.6) = 98.29, p = .000 
Part-time 19.0 (SD = 7.3) 18.9 (SD = 7.1) t(97998.9) = 2.49, p = .013 
Hotels 
Full-time 39.97 (SD = .031) 39.95 (SD = .036) t(40582.7) = 5.143, p = .000 
Part-time 20.9 (SD = 5.5) 20.6 (SD = 4.8) t(645.0) = .959, p = .338 
Travel businesses 
 
Full-time 38.7 (SD = 1.28) 38.1 (SD = 1.13) t(3806.071) = 16.77, p = .000 
Part-time 18.5 (SD = 5.9) 17.8 (SD = 7.1) t(154.9) = 704, p = .482 
a Continuity correction for 2x2 tables. 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
6.3.7.2 Working hours and type of working arrangement: senior managers (employees) 
Female senior managers work more hours than their male counterparts in the tourism sectors analysed, 
but the differences observed are not statistically significant for either sector. However, male senior 
managers have longer working hours than female senior managers in the economy as a whole and these 
differences are statistically significant (Table 6.12-a). If Table 6.12-a is compared with Table 6.10 in the 
previous section, it can be concluded that the normal working period of senior managers is shorter than 
the normal working period of employees in general, except for female senior managers in travel 
businesses.32  
According to Smith et al. (1998), part-time work is not evenly spread across the economy, but 
concentrated in highly segregated and feminised areas. Therefore, one could hypothesise that part-time 
work is less widespread in senior management:  
Hypothesis 13: Part-time work is less common among senior managers than among workers in 
general. 
Figure 6.30 shows that part-time work is slightly less common for senior managers than for the remaining 
employees in the economy as a whole and in travel agencies and tour operators. However, senior 
                                                          
32 It was decided not to analyse the number of paid extra hours worked by senior managers because the number of senior 
managers with paid extra hours in tourism was very low.  
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managers in hotels are slightly more likely than the remaining employees to work part-time. The idea that 
part-time work is more common in tourism is again rejected here. Hypothesis 13 is verified in the whole 
economy and travel businesses, but not in hotels.  
 
Figure 6.30 Part-time workers by economic activity, senior managers and other employees (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Female senior managers are more likely than their male counterparts to work part-time in the economy as 
a whole. In the tourism samples, the opposite trend is observed, but these differences are not statistically 
significant (Table 6.12-b). 
Male senior managers who work full-time are more likely to have a longer working period than women, 
while female senior managers who work part-time have longer working hours than their male counterparts 
(Table 6.12-c). These differences are statistically significant for the whole economy, but they have no 
statistical significance in the tourism sectors analysed. 
 
Table 6.12 Senior managers' normal working period and type of working arrangement by sex and economic activity 
(2012) 
a) Senior managers' normal working period, in weekly hours 
  Men Women t-test  
Economy as a whole  37.1 (SD = 6.4) 35.7 (SD = 7.2) t(180708.297) = 46.184, p = .000 
Hotels  39.1 (SD = 4.1) 39.4 (SD = 3.3) t(-1.560) = 3.595, p = .119 
Travel businesses  38.0 (SD = 2.4) 38.1 (SD = 1.5) t(495) = -.293, p = .769 
b) Senior managers' type of working arrangement 
  Men Women Chi-square testa 
Economy as a whole Full-time 94.2% 91.9% 𝝌2 (1) = 391.225, p = <.001 
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Part-time 5.8% 8.1% 
Hotels 
Full-time 96.6% 97.7% 
𝝌2 (1) = 1.307, p = .253 
Part-time 3.4% 2.3% 
Travel businesses 
Full-time 98.4% 99.6% 
𝝌2 (1) = .816, p = .366 
Part-time 1.6% 0.4% 
c) Senior managers' normal working period (in weekly hours) by type of working arrangement 
Economy as a whole Full-time 38.5 37.4 t(145473.6) = 65.736, p = .000 
Part-time 15.3 16.6 t(13379.4) = -10.172, p = .000 
Hotels Full-time 39.9 39.9 t(1762.4) = -1.274, p = .203 
Part-time 18.2 18.9 t(27.961) = -.369, p = .714 
Travel businesses Full-time 38.3 38.2 t(484.6) = 1.256, p = .210 
Part-time 23.0 22.5 b 
a Continuity correction for 2x2 tables. 
b Sample is too small. 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.3.8 Education 
6.3.8.1 Education: all workers 
According to the literature review, the tourism labour force in general has low levels of education (Costa et 
al., 2011; Parrett, s.d.; Santos & Varejão, 2007; Yukari & Kato, 2008). Consequently, the following 
hypothesis was raised:  
Hypothesis 14: In tourism, levels of education are lower than in the economy as a whole. 
Figure 6.31 shows that workers in travel agencies and tour operators tend to have higher levels of 
education as compared not only to workers in the hotel sector, but also to those in the remaining economic 
sectors in general. While 58% of workers in general and 61% of hotel workers only have basic education 
or even less, this figure is considerably lower in travel agencies and tour operators (22%).  
In contrast, the hotel sector seems to only require much lower levels of formal education as compared to 
the other economic sectors. Only 11.2% of its workers have a higher education degree, as compared to 
17.7% in the economy as a whole and 37.1% in travel agencies and tour operators. Therefore Hypothesis 
14 is confirmed for the hotel sector, but not for the travel sector, where the workforce is more educated. 
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Figure 6.31 Level of education by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
As observed by Jacobs (1996), Escária (2006), Chagas Lopes and Perista (2010), Marques (n.d.) and 
Costa et al. (2011), female workers tend to have higher levels of education than their male counterparts. 
As a result, the following hypothesis was formulated: 
Hypothesis 15: Women have higher levels of education than men. 
This tendency is also observed in the data analysed, mainly in travel agencies and tour operators. In the 
economy as a whole, 62% of men only have basic education or lower, while the percentage of women with 
the equivalent level of education is of 53%. In contrast, women are more represented in secondary and 
higher education (Figure 6.32).  
In the travel sector, the tendency for women to be more educated than men is again observed: 37% of 
men only have basic education or below, as compared to 13% of their female counterparts, while there is 
a larger proportion of women who have secondary, post-secondary (women: 42%, men: 38%) or higher 
education (women: 45%, men: 24%).  
The gender disparity in education is not as clear in the hotel sector, since women are more represented 
among those with basic education or no formal education (women: 63%, men: 58%), while men are more 
represented among those with secondary or post-secondary education (men: 32%, women: 25%). Still, 
the proportion of female graduates slightly exceeds that of men.  
0%
10%
20%
30%
40%
50%
60%
70%
80%
90%
100%
Hotels Travel businesses Economy as a whole
60%
22%
57%
28%
41%
24%
2%
13%
2%
9%
24%
14%
1% 1% 1%
Master´s and Doctorate
Licenciatura
Bacharelato
Secondary and Post-Secondary
Basic Education
Less than Basic Education
Ignored
Chapter 6: Gendered Patterns of Employment in the Portuguese Tourism Sector – A Quantitative Approach 221 
 
 
Figure 6.32 Level of education by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
In order to better examine these differences, further statistical tests were performed. In Table 6.13 it is 
clearer that men’s scores in the hotel sector are higher than women’s. Hence, the Mann-Whitney-Wilcoxon 
test suggests that female hotel workers are less educated than their male counterparts. This is explained 
by the fact that the hotel sector employs a large share of women in low-skilled positions such as cleaners 
or chambermaids (Section 6.3.9).In contrast, women’s scores are higher than men’s in the travel sector. 
These differences are statistically significant. Therefore, Hypothesis 15 is confirmed in travel businesses 
and the economy as a whole, whereas the pattern in the hotel sector seems less clear, with men being 
comparatively more educated than women, except at the higher education level. 
In 1985, women’s scores were higher than men’s in the travel sector and the differences observed were 
statistically significant (Table 6.13). However, in the hotel sector, men’s scores on education were higher 
than women’s in 1985. In 2012, the same pattern is observed but results for the statistical tests suggest 
that women’s levels of education have increased slightly relative to men’s. Detailed data for levels of 
education by sex in 1985 can be found in Appendix 45.  
Table 6.13 Mann-Whitney-Wilcoxon test: level of education by sex and economic activity (2012) 
 1985 2012 
 Hotels Travel businesses Hotels Travel businesses 
Mean Rank (men) 14768.8 2715.62 21938.7 2638.8 
Mean Rank (women) 13304.8 3249.06 20987.2 3624.8 
Mann-Whitney U 87697019 3326500.5 216644404 3456102 
Wilcoxon W 160123649 9675766.5 496577695 6380673 
Z -16.4 -12.20 -9.05 -21.38 
Sig. <.001 .000 <.001 .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Figure 6.33 shows how workers with less than basic education practically disappeared from the economy, 
and how the number of workers with higher education, particularly women, increased in the period 
analysed. 
 
  
Figure 6.33 Workers with the lowest and highest levels of edcuation, by sex and economic activity (1985 and 2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
 
Female employers tend to be more educated than their male counterparts in the travel sector and the 
economy as a whole, but not in the hotel sector, where male employers are slightly more educated (see 
Appendix 46). Employers seem to have higher levels of education than employees in all economic sectors, 
except in the case of women in travel businesses and hotels, where female employees are more educated 
than female employers. 
6.3.8.2 Education: senior managers 
As it was previously analysed (Sections 2.2.3 and 6.3.8.1), women’s levels of education have increased 
remarkably relative to men’s in the last decades. However, despite the role of education in improving 
women’s situation in the labour market, women still face more obstacles than men, and their efforts and 
investment in education are still undervalued by the labour market (Chagas Lopes & Perista, 2010). 
Therefore, it is often argued that women still need to invest more in education than men in order to reach 
the same level as them in terms of career and salary (Chagas Lopes & Perista, 2010). As a matter of fact, 
some studies suggest that female managers are more likely to have higher levels of education than male 
managers (Costa et al., 2011). Hence, the following hypothesis was formulated: 
Hypothesis 16: Women senior managers have higher levels of education than their male 
counterparts. 
Figure 6.34 displays the levels of education obtained by female and male senior managers. It can be 
observed that men prevail in the lowest levels of education, while women tend to be more educated, 
Less than basic education Higher education 
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namely at the higher education level. In the hotel sector, male senior managers are slightly more likely 
than women to hold graduate degrees (i.e. Master’s and Doctorate), but this is only a very slight 
difference. Therefore, Hypothesis 16 is confirmed for all the sectors examined. 
 
Figure 6.34 Senior managers’ level of education by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
It can be concluded that senior managers have levels of education above the average, particularly women, 
if a comparison is established with the findings reported in the previous section. We observed before that 
accommodation workers in general have lower levels of education than travel workers, but among senior 
managers the reverse trend is observed. 
The comparison of the levels of education of senior managers who are employers with the levels of 
education of those senior managers who are employees gives disparate results. Senior managers who are 
employers have much lower levels of education than those who are employees. Figure 6.35 shows the 
weight of basic education in the group of senior managers who are employers, particularly in hotels and 
the total economy. In contrast, more than half of senior managers who are employees have completed 
tertiary education. This contrast can be seen in all the sectors analysed, but is more evident in the 
economy as a whole than in tourism. Women have higher levels of education than men in all the analyses 
except among senior managers who are employers in the hotel sector. 
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Figure 6.35 Level of education of senior managers by sex, economic activity and status in employment (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
There is a greater percentage of male employers with basic or secondary education across all business 
size ranges, as compared to employees (see Appendix 47). However, while the most frequent level of 
education for male employers who work in smaller businesses is basic education, male employers in 
businesses with more than 100 workers are more likely to be graduates. As for male employees, 
graduates prevail across all business size ranges. Female employees also have higher levels of education 
than male employers in all the sectors analysed. 
6.3.9 Gender occupational segregation 
Occupational segregation has both horizontal and vertical dimensions. It has already been discussed how 
men are still the majority of senior managers in the sectors analysed, despite the growing representation 
of women in management positions. This is a result of vertical segregation. The purpose of this section is 
to analyse these patterns of vertical segregation, and examine the horizontal dimensions of segregation as 
well.  
Ferreira (2010) and Cruz (2010) also used the GEE/MEE dataset to analyse horizontal and vertical 
segregation. Ferreira (2010) used the variable ‘Occupation’33 in order to examine horizontal segregation, 
                                                          
33 Classificação Portuguesa de Profissões 2010. 
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and Cruz (2010) used the variable ‘Level of Qualification’34 in order to study vertical segregation. These 
were also the variables used in the present research in order to examine horizontal and vertical 
segregation. 
Firstly, let us analyse horizontal segregation. Some studies document how men and women have different 
occupations within the tourism sector, and how women are segregated to areas regarded as less valuable 
(Kinnaird & Hall, 1996; Parrett, s.d.). Therefore, the hypothesis below was formulated and tested: 
Hypothesis 17: The tourism sector and the whole economy are horizontally segregated. 
In the economy as a whole, the occupations that are more feminised are services and sales (27.8% of 
women vs. 13.1% of men), clerical support workers (16.5% of women vs. 9.2% of men) and workers in 
elementary occupations (16.1% of women vs. 8.7% of men). The occupations in which men more clearly 
outnumber women are craft and related workers (21.6% of men vs. 6.1% of women), plant and machine 
operators, and assemblers (13.1% of men vs. 7.1% of women), and chief executives, senior officials and 
legislators (12.4% of men vs. 6.3% of women) (Table 6.14).  
In hotels, the most frequent occupation among men is service and sales workers (38.7%), while most 
women are workers in elementary occupations (41.8%), mostly as chambermaids or cleaners. In travel 
businesses, most women are clerical support workers (76.5%), while the proportion of men within this 
occupation is much lower (38.4%). A significant proportion of men are also plant and machine operators 
(26.5%), or chief executives, senior officials and legislators (20.6%). The differences between men and 
women regarding the occupational distribution and horizontal segregation are statistically significant 
(Table 6.14). These findings confirm Hypothesis 17.  
Table 6.14 Occupations by sex and economic activity (2012)  
 Hotels establishments Travel businesses Economy as a whole 
Men Women Men Women Men Women 
Chief executives, senior officials, legislat. 9.5% 4.8% 20.6% 8.2% 12.4% 6.3% 
Professionals and scientists 1.4% 1.7% 3.1% 2.1% 8.9% 11.4% 
Technicians and associate prof. 7.3% 3.9% 6.7% 6.4% 11.3% 8.0% 
Clerical support workers  20.7% 20.5% 38.4% 76.5% 9.2% 16.5% 
Service and sales workers 38.7% 25.3% 1.6% 2.7% 13.1% 27.8% 
Craft and related trades workers  4.5% 1.0% 1.0% 0.1% 21.6% 6.1% 
Plant & machine operators, assemblers 1.8% 0.9% 26.5% 0.6% 13.1% 7.1% 
Workers in elementary occupations 13.8% 41.8% 2.1% 3.3% 8.7% 16.1% 
Chi-square tests 𝝌2 (9) =4956.763, p = .000 𝝌2 (9) = 1591.487, p = .000 𝝌2 (9) = 301191.90, p = .000 
Occupations translated according to CITP/ISCO/2008. 
The categories ‘Other workers’ and ‘Skilled agricultural, forestry and fishery workers’ were suppressed from the table due to the 
very low number of observations in the travel sector. 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
                                                          
34 Nível de qualificação (Decree Law no. 121/78 of June 2nd). 
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Women are more likely to work in typically female occupations, such as cleaners, clerks, shop assistants 
or care-related workers, while men are more likely to work in typically male occupations, particularly as 
drivers (see Appendix 48). In fact, some of the most common occupations for men in hotels are bartender 
or luggage porter, in travel businesses, vehicle driver, and in the whole economy, the most common 
occupations for men are bricklayers and watchmen. Moreover, management positions are among the 
most common occupations for men in all the sectors analysed. This confirms the idea that management is 
a male-typed occupation, as will be analysed next. 
 
According to the literature, the labour market is also vertically segregated, which means that men are 
over-represented in management and executive positions, and women still face barriers to get beyond 
mid-level and operational management roles. This tendency seems to be present across the economy, 
including the tourism field (Costa et al., 2011; Costa et al., 2012a; Hemmati, 2000; Jordan, 1997; Kinnaird 
& Hall, 1996; Moore & Wen, 2009; Parrett, s.d.; Santos & Varejão, 2007). Consequently, the following 
hypothesis was analysed: 
Hypothesis 18: Men fill higher hierarchical positions than women. 
It has already been mentioned in this chapter that men are more represented than women in senior 
management positions. This is a result of vertical segregation. Table 6.15 displays the ‘within sex’ 
percentage of levels of qualification by sex and it confirms how men are disproportionately represented in 
hierarchically higher positions. The proportion of men in such positions exceeds the proportion of women 
in all the sectors analysed and these differences are statistically significant. Moreover, men are not only 
over-represented in senior management but also in middle management, though this imbalance is much 
smaller. It is in hotels that this imbalance is greatest (men: 5.7%, women: 2.7%). The gender imbalance 
can still be observed among team leaders and other managers, but it is less significant than in the two 
other management levels analysed. In contrast, women are more concentrated than men in low-level 
positions.  
It can be concluded that there is a sharp vertical segregation in both tourism subsectors and in the 
economy as a whole, particularly in senior management positions. This disproportion seems to be wider in 
tourism than in the overall economy, since men prevail at the top of the pyramid despite these sectors 
being feminised. The differences observed between men and women are statistically significant. As a 
result, Hypothesis 18 is confirmed. Appendix 49 shows the most common occupations of senior managers 
by sex in the tourism sectors analysed. 
According to Santos and Varejão (2007), Pritchard and Morgan (2000), Parrett (s.d.) and Purcell (1997), 
unskilled and low-skilled jobs in the tourism field are abundant. Hence, the hypothesis below was 
analysed: 
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Hypothesis 19: Low skilled jobs are abundant in tourism, as compared to the whole economy. 
Most workers in the Portuguese economy are in qualified jobs (Table 6.15). However, in the hotel sector, 
practically half of the women are in low-skilled jobs, i.e. semi-qualified or non-qualified jobs. In fact, more 
than two thirds of the low-skilled job positions in hotels are filled by women. These findings are in 
accordance with those of other authors, as analysed before (Yukari & Kato, 2008). However, the 
proportion of low-skilled jobs is very reduced in the travel sector, both as compared to the hotel sector and 
to the economy as a whole, since only 4.1% of men and 5.2% of women are in low-skilled positions. 
Hence, Hypothesis 19 is only verified in the hotel sector. Travel agencies and tour operators offer many 
qualified and highly qualified jobs. For instance, 61.1% of the women working in this sector are in highly 
qualified positions. The proportion of highly qualified male professionals is smaller (27.3%) (Table 6.15).  
Table 6.15 Level of qualification by sex and economic activity (2012) 
  Hotels Travel businesses Economy as a whole 
Men Women Men Women Men Women 
Senior Managers 8.5% 4.5% 21.2% 11.0% 14.5% 10.6% 
Middle managers 5.7% 2.7% 5.0% 2.7% 6.6% 6.0% 
Team leaders and other supervisors 8.1% 4.5% 5.3% 5.8% 6.0% 3.7% 
Highly qualified professionals 5.8% 4.9% 27.3% 61.1% 6.8% 7.5% 
Qualified professionals 42.0% 30.7% 33.6% 6.9% 39.9% 31.7% 
Semi-qualified professionals 18.7% 36.2% 3.2% 2.9% 15.4% 24.5% 
Non-qualified professionals 8.3% 13.1% 0.9% 2.3% 8.2% 12.8% 
Apprentices and trainees 2.9% 3.5% 3.4% 7.4% 2.7% 3.3% 
Ignored/ Unknown - - - - 0.0% 0.0% 
Chi-square tests 𝝌2 (7) =2491.058, p = .000 𝝌2 (7) = 1193.249, p = <.001 𝝌2 (8) = 68562.627, p = .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Given the importance of intersectional approaches, the distribution of male and female foreign workers in 
the lowest and highest hierarchical positions was investigated. On the one hand, there is a lower 
percentage of senior managers and of highly qualified professionals among foreigners than among 
Portuguese workers. On the other hand, there are more low-skilled workers among foreigners than among 
nationals. In the economy as a whole, almost a half of the foreign workers are in unskilled or semi-skilled 
positions, while only less than a third of Portuguese workers are in such low-qualified positions. In hotels, 
more than half of the foreign workers fill these positions (Table 6.16-a). 
In travel agencies and tour operators, there is a slightly larger proportion of foreign workers who are senior 
managers, as compared to Portuguese workers. Still, there are fewer foreign workers in highly qualified 
positions as compared to Portuguese workers. Following the trend observed in the other sectors, there are 
also more foreign workers in semi-skilled and unskilled jobs in the travel sector. Yet this proportion is lower 
than in any of the other sectors analysed.  
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When analysing this data with a gender lens, one can conclude that there are many more women than 
men working in low-skilled positions. This trend is much more noticeable among the foreign workforce. 
There is also a greater proportion of foreign women working in low-skilled positions in hotel establishments 
than in the other sectors. More than two thirds of foreign women employed in hotels are in low-skilled 
positions (Table 6.16-b). 
In the travel sector, foreign women are also disproportionately represented in low-skilled positions, but in a 
much smaller scale. Nonetheless, the differences observed between men and women are statistically 
significant both for national and non-national workers in all the sectors analysed. This analysis reinforces 
the importance of intersectional analyses. 
 
Table 6.16 Portuguese and foreign workers' level of qualification by sex and economic activity (2012) 
a) Portuguese and foreign workers' level of qualification by economic activity (% within nationality) 
 Economy as a whole Hotels Travel businesses 
 Portuguese Foreigners Portuguese Foreigners Portuguese Foreigners 
Senior managers  12.9%  8.5% 6.4% 4.5% 14.6% 17.5% 
Highly qualified professionals  7.3% 3% 5.6% 2.4% 49.5% 30.0% 
Semi-skilled workers  19.2% 27.9% 26.9% 42.0% 2.8% 7.2% 
Unskilled workers  9.8%  21.8% 10.0% 19.4% 1.7% 3.1% 
b) Semi-skilled and unskilled workers by sex and economic activity (% within sex and nationality) 
 Economy as a whole Hotels Travel businesses 
 Portuguese Foreigners Portuguese Foreigners Portuguese Foreigners 
Men 22.8% 40.7% 25.2% 48.0% 4.2% 4.6% 
Women 36.1% 59.7% 46.8% 69.2% 4.7% 13.2% 
𝝌2 – p-value  .000 .000 .000 <.001 <.001 .000 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Note: In these tables, the ‘total’ (100%) would correspond to the sum of the percentages for all levels of qualification, by sex, 
nationality and economic activity. As some levels of qualification were omitted from the table, the ‘total’ percentage is not shown. 
6.3.10 Salaries and earnings  
Different types of remuneration were analysed. Considerations about the variables used are in the 
Methodology chapter (Section 5.5.2). The variable monthly earnings is given more importance in the 
analysis than the variable base salary, since the former also encompasses other further bonuses, 
allowances and remuneration for overtime work during the reference month (October). ‘Hourly earnings’ is 
the variable used to compute the gender pay gap. Only employees that received their complete base 
salary in the month of October were considered. Table 6.17 shows the number of workers that were 
included in remuneration analyses.  
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Table 6.17 Number of individuals included in the remuneration analysis 
 Hotels Travel businesses Economy as a whole 
Men 17212 2010 1099389 
Women 20898 3623 989952 
Total 38110 5633 2089341 
Male senior managers 1044 241 104787 
Female senior managers 683 237 82566 
Total 1727 478 187353 
Source: GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.3.10.1 A broad analysis of remuneration: all employees 
The literature reviewed suggests that tourism jobs are paid below the average (O’Leary & Deegan, 2005; 
Parrett, s.d.; Santos & Varejão, 2007). Hence, the following hypothesis was formulated: 
Hypothesis 20: Tourism jobs are paid below the average. 
In Figure 6.36, it can be observed that earnings and hourly earnings in the hotel sector are lower than in 
the economy as a whole. However, they are above the average in travel agencies and tour operators. 
Some studies have also shown that remuneration in the travel sector is above the average (Costa et al., 
2011; Yukari & Kato, 2008). Hence, Hypothesis 20 is confirmed in hotels but not in travel agencies and 
tour operators. 
 
Figure 6.36 Earnings and hourly earnings by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
Several studies contend that women have lower salaries than men (Boraas & Rodgers-III, 2003; V. 
Ferreira, 2010; González et al., 2005; Plantenga & Remery, 2006; Theunissen & Sels, 2006). This 
situation was also verified in the tourism sector (Burgess, 2000; Costa et al., 2011; Costa et al., 2012a; 
García-Pozo et al., 2012; McKercher et al., 1995; Muñoz-Bullón, 2009; O’Leary & Deegan, 2005; Santos & 
Varejão, 2007; Skalpe, 2007; Sparrowe & Iverson, 1999; Thrane, 2008). Therefore, this hypothesis was 
put to the test: 
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Hypothesis 21: Women earn less than men across the economic sectors studied. 
In the economy as a whole, women earn on average 20.9% less than men (unadjusted gender pay gap in 
hourly earnings) (Table 6.18). While in hotels this gap is even wider, it is much narrower in travel agencies 
and tour operators. One of the reasons for the narrower gap in this sector might be that women in this 
sector are significantly more educated than men, as already analysed. However, bearing in mind that 
women are more qualified and educated, it is nonetheless remarkable that men still earn much higher 
salaries. It can be concluded that Hypothesis 21 is confirmed in the present study, since there is a marked 
gender pay gap and women earn less on average across all the sectors analysed. 
 
Table 6.18 Base salary, earnings, hourly earnings and pay gap by sex and economic activity (2012) 
 Hotels Travel businesses Economy as a whole 
 Base Earnings Hourly Base Earnings Hourly Base Earnings Hourly 
Men € 968.68 
SD 1015.69 
€ 1090.31 
SD 1077.45 
€ 6.34 
SD 6.28 
€1137.66 
SD 1139.79 
€1297.06 
SD 1179.96 
€ 7.86 
SD 7.23 
€ 978.68 
SD 1288.13 
€1186.8  
SD 1409.25 
€ 7.12 
SD 8.88 
Women € 747.36 
SD 449.5 
€ 832.47 
SD 502.00 
€ 4.85 
SD 2.90 
€ 982.77 
SD 518.87 
€1140.93 
SD 542.58 
€ 7.00 
SD 3.26 
€ 768.24 
SD 591.29 
€901.80 
SD 700.00 
€ 5.63 
SD 4.45 
t 26.529 28.917 28.699 5.770 5.612 5.052 154.202 187.89 155.104 
Sig. .000 .000 .000 .000 .000 .000 .000 .000 .000 
Pay gap* 23.5% 10.9% 20.9% 
 *Gender pay gap calculated only for hourly earnings (unadjusted gender pay gap)  
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
If the earnings brackets are analysed instead the average earnings, the pay differential between men and 
women remains very visible in hotels and in the economy as a whole, where women are greatly 
overrepresented among those who earn less than €750. However, such an overconcentration of women in 
the lowest ranges is not visible in travel businesses (Figure 6.37). Hence, the pay gap in the travel sector 
is more related with men’s concentration in the upper echelons than to women’s concentration at the 
bottom of the pay pyramid. Although salaries in the hotel sector are lower than in the total economy, there 
is a lower percentage of hotel workers living with the minimum wage or less (<€485) than in the rest of the 
economy. In travel businesses, men are more concentrated both in the lowest and in the highest earnings 
brackets. 
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Figure 6.37 Earnings brackets by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
According to Kate Purcell (1997), the gender pay gap is wider in relation to earnings than to base salaries, 
since men seem to be more likely than women to receive prizes, fringe benefits or to be rewarded for 
overtime work. Ferreira (2010) and Ranftl (2006) also concluded that the gender pay gap is wider 
concerning earnings than the base salary. Hence, the following hypothesis was formulated: 
Hypothesis 22: The disparity between women and men is wider in relation to monthly earnings 
than to monthly base salary. 
In Figure 6.38, it can be verified that the gender pay gap is wider in relation to earnings than to the base 
salary for the economy as a whole and hotel establishments. This means that men are more likely than 
women to receive further bonuses, allowances, as well as be paid for overtime work in these sectors. 
However, in travel businesses the opposite trend is observed. Therefore, Hypothesis 22 is only verified in 
the economy as a whole and hotels.  
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Figure 6.38 Gender disparity in monthly base salaries and monthly earnings (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
According to Sinclair (1997b) and Purcell (1997) part-time workers have poor wages and conditions of 
employment, as well as less career prospects. Several authors also mention that the segregation of part-
timers into low-paid jobs and low-pay sectors results in a lower hourly pay for these workers (Janeen 
Baxter, 1998; Rubery, 1998). Hence, the following hypothesis was put forward: 
Hypothesis 23 Part-time workers have lower hourly earnings than full-time workers. 
Part-time workers are paid less than full-time workers for each hour they work, except part-timers in hotels, 
who are slightly better paid than female full-timers. This difference is, however, negligible in the case of 
women, since it corresponds to €0.05 an hour (0.2%) (Figure 6.39). Therefore, Hypothesis 23 is confirmed 
for the economy as a whole and travel businesses, but not in hotels. It is in travel businesses that this 
difference is most visible. 
 
Figure 6.39 Hourly earnings of full- and part-time workers by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Men’s hourly earnings are higher than women’s in all the sectors and regardless of the type of working 
arrangement. These differences are statistically significant (p = .000), except for part-timers in the 
economy as a whole (t(169) = .791, p. = .430).  
According to a number of studies, higher education degrees are not particularly valued and rewarded in 
the tourism industry (Bañuls & Rodríguez, 2005; Costa et al., 2012a; McKercher et al., 1995; Petrova & 
Mason, 2004; Pittaway & Thedham, 2005). Therefore, Hypothesis 24 was tested: 
Hypothesis 24 Graduates have lower earnings in tourism than in other economic fields. 
Figure 6.40 shows that the average hourly earnings of graduates in the business sector under analysis. It 
can be concluded that graduates have higher salaries in the economy as a whole than in the tourism 
subsectors analysed. Therefore, Hypothesis 24 is confirmed. Graduates who work in the travel sector 
have the lowest hourly earnings. 
 
Figure 6.40 Graduates' average hourly earnings by economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
6.3.10.2 A broad analysis of remuneration: senior managers  
According to Atkinson (1984), Acker (1990) and other authors, top-level managers tend to have better 
career prospects than most other workers. This includes better rewards and salaries. Hence, the 
hypothesis below was tested: 
Hypothesis 25: Senior managers have earnings above the average. 
If Figure 6.41 is observed, it can be concluded that senior managers’ earnings are much above the 
average. Hypothesis 25 is confirmed. In all the sectors analysed, senior managers earn more than twice 
what non-managerial workers earn. Contrarily to what was observed in the previous section in relation to 
the whole workforce, senior managers in tourism earn more than in the economy as a whole.  
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Brownell (1994) revealed that there is a ‘strong perception' amongst women in the hospitality industry that 
salary discrepancies are common, and that the gender differences widen at the higher levels. In fact, 
several studies have claimed that the gender pay gap is wider in hierarchically higher positions. This idea 
was confirmed in several studies: Burgess (2000) concluded that in relation to financial managers; Skalpe 
(2007) concluded that female CEOs are discriminated against in tourism and manufacture; and Ferreira 
(2010) observed that the gender pay gap is widest among senior managers. Therefore, the following 
hypothesis was tested: 
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Figure 6.41 Earnings by economic activity, senior managers vs. employees in general (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Hypothesis 26: The unadjusted gender pay gap is wider among senior managers than among 
employees in general. 
Figure 6.42 shows that the unadjusted gender pay gap is wider among senior managers than employees 
in general, particularly in travel businesses. Therefore, Hypothesis 26 is confirmed. 
Figure 6.42 Unadjusted gender pay gap in hourly earnings among employees in general and senior managers, by 
economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Hence, the idea of the existence of ‘discriminated elites’ is confirmed here: even among the most 
privileged groups, the effects of gender can be felt (Oliveira et al., 2010, p. 257). In fact, the effects of the 
gender pay gap are even more visible among the ‘discriminated elites’ than in the rest of the economy. 
The pay gap in senior management is more pronounced in travel businesses. It is in this sector that 
female senior managers have the lowest earnings, while men have the highest (Table 6.19).  
Table 6.19 Senior managers’ base salary, earnings, hourly earnings and pay gap by sex and economic activity (2012)
Hotels Travel businesses Economy as a whole 
Base Earnings Hourly Base Earnings Hourly Base Earnings Hourly 
Men €2613.3 
SD 3221.62 
€2862.1 
SD 3308.65
€ 16.90 
SD 19.28
€2630.2 
SD 2451.4
€2853.3 
SD 2524.20
€ 17.34 
SD 15.44 
€ 2297.28 
SD 2168.04 
€2667.8 
SD 2443.0
€ 16.71 
SD 14.99
Women €1876.1 
SD 1492.96
€2079.4 
SD 1568.94
€ 12.21 
SD 9.07
€1731.2 
SD 1015.30
€1888.9 
SD 1041.36
€ 11.48 
SD 6.38
€ 1657.45 
SD 1183.24 
€1891.2 
SD 1374.5
€ 12.47 
SD 8.85
t 6.416 6.594 6.798 5.253 5.476 5.435 81.384 86.930 76.231 
Sig. .000 .000 .000 .000 .000 .000 .000 .000 .000 
Pay gapa 27.8% 33.8% 25.4% 
a Gender pay gap calculated only for hourly earnings (unadjusted gender pay gap) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Figure 6.43 displays senior managers’ earnings. It suggests that men are disproportionately concentrated 
in the upper salary echelons. In the second highest category, the proportion of men is about twice the 
proportion of women. In the highest category (more than €5000), the proportion of men is about four times 
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the proportion of women. In travel businesses, the percentage of men in these earnings brackets is much 
greater than the percentage of women. Moreover, it should be taken into account that men correspond to 
the majority of senior managers. Therefore, if the percentage within earnings brackets is used, men 
account for 80-90% of the employees that earn more than €5000 monthly. 
Figure 6.43 Senior managers’ earnings brackets by sex and economic activity (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.4 Multivariate Analysis of Earnings and the Gender Pay Gap 
The aim of this section is to examine the relationship between earnings, employment-related and human 
capital variables, and how this relationship varies for men and women, managers and non-managers, 
inside and outside tourism. As a result, multiple linear regression models were computed. Another 
purpose of this section is to verify how much of the gender pay gap is due to differences between men and 
women’s attributes, and how much cannot be explained by such differences and may be attributed to 
discrimination. Therefore, the results of the Blinder-Oaxaca decompositions are reported for each of the 
samples analysed. However, it must be stressed that the unexplained part of the gender pay gap may be 
due to factors other than discrimination, and that based on these data alone it is not possible to offer 
definitive scientific evidence of bias or discrimination. Covert attitudes and policies in organisations would 
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have to be investigated (Muñoz-Bullón, 2009). It is only possible to hypothesise about the existence and 
magnitude of pay discrimination. 
6.4.1 Multiple linear regression models of earnings 
This section presents the results of the multiple linear regression models applied with the aim of analysing 
hourly earnings changes with variations in any one of the independent variables, while the other 
independent variables are controlled for. Another aim of these models is to identify the variables that 
explain hourly earnings for each sample of employees, and identify the best-fitted models for each sample, 
in order to compute the Oaxaca-Blinder decompositions with these variables in Section 6.4.2. Ordinary 
least square regressions were used to construct the multiple linear regression models.  
For each of the five samples of employees, three models were computed: one for male employees, one 
for female employees, and one for the pooled sample (i.e including both male and female employees). 
The table below presents the number of employees whose hourly earnings were analysed in the multiple 
linear regression models and decomposed using the Blinder-Oaxaca decomposition: 
Table 6.20 Employees analysed in the multiple linear regression models and the Blinder-Oxaca decompositions by 
sample and sex 
Economy as a 
whole (1) 
Non-tourism (2) Tourism (3) Tourism, senior 
managers (4) 
Non-tourism, 
senior manag. (5) 
Women 981443 (47.5%) 957190 (47.3%) 24253 (56.2%) 514 (34.7%) 16467 (30.8%) 
Men 1086723 (52.5%) 1067814 (52.7%) 18909 (43.8%) 967 (65.3%) 36988 (69.2%) 
Pooled 2068166 (100%) 2025004 (100%) 43162 (100%) 1481 (100%) 53455 (100%) 
Source: developed by the author based on GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
The differences between the first and the second sample are only very slight. Women comprise the 
majority of the individuals in the third sample but, in samples 4 and 5, men prevail. These last two samples 
concern senior managers in tourism and non-tourism, respectively. 
The dependent variable was hourly earnings in natural logarithm, and the independent variables were 
chosen based on previous studies (see Appendix 34). The variables used are listed in Table 5.7 in the 
Methodology chapter. The models presented here are the ones suggested by the stepwise regression 
method as the most adequate, i.e. with the highest adjusted coefficient of determination (?̅?2) and the 
lowest Standard Error of the Estimate (Marôco, 2014). The coefficient of determination, also known as R-
square (R2), is a statistical measure of how close the data are to the fitted regression line, i.e. it tells how 
much of the variance in the dependent variable (hourly earnings) is explained by the independent 
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variables. The adjusted coefficient of determination, or adjusted R-square (?̅?2) provides a better estimate 
of true population because it ‘corrects’ this value (Pallant, 2003). 
The assumptions of linear regression models were analysed, i.e. normality of residuals (histograms and 
normal p-p plots of regression standardised residuals), homoscedasticity (scatterplot of the standardised 
residuals against the fitted values), independence of residuals (Durbin-Watson statistic) and 
multicollinearity (Condition Index, VIF and Tolerance) (Marôco, 2014). The results of the diagnostics for 
the Durbin-Watson, VIF and tolerance are presented at the end of the tables that present the regression 
coefficients for each pooled sample (Appendix 50 through Appendix 54). In some models the residuals 
had a slight deviation from normality. This issue was discussed in Section 5.5.4.  
All models estimated have relatively high F values and adjusted coefficients of determination, except 
Model 4, for tourism senior managers, which has a low F value and a relatively low ?̅?2. Still, all the models 
have statistical significance (Model 1: ?̅?2 = .619; p = .000; Model 2: ?̅?2 = .555; p = .000; Model 3: ?̅?2 = 
.622; p = .000; Model 4: ?̅?2 = .316; p = .000; Model 5: ?̅?2 = .497; p = .000). If p = .000, it means that at 
least one of the independent variables in each model is significant for explaining the dependent variable. 
Therefore, a low ?̅?2 is not necessarily bad if the predictors are statistically significant (Marôco, 2014). It is 
still possible to draw conclusions about the mean change in the dependent variable in response to a unit 
change in each significant independent variable.  
The specification of the model used before running the stepwise regressions was the following: 
lnearni = f (sexi + agei + tenurei + edui + salesi + sizei + nesti + nationi + parti + contri + occup1i + occup2i + occup3i + 
occup4i + occup5i + occup6i + occup8i + occup9i + occup10i + region2i + region3i + region4i + region5i + region6i + 
qual1i + qual2i + qual3i + qual4i + qual5i + qual6i + qual7i + qual8i + indust1i + indust3i + indust4i + indust5i + indust6i 
+ indust7i + indust8i + indust9i + indust10i + indust11i + indust12i + indust13i)    (7) 
When analysing each model, it is important to bear in mind that dummy variables’ coefficients have a 
different interpretation, since they do not refer to the dependent variable, but to the reference category that 
is omitted. They do not account for the variation in the dependent variable as a result of the changes of the 
values of any of the independent variables. The constant corresponds to the average for the omitted base 
category, and adding the value of a dummy variable coefficient to the constant gives the average of that 
variable. Therefore, if the p-value of a ‘dummy’ variable (i.e. category of a dummy variable) is not 
significant, it does not mean that this variable is not significant to the model, but that it is not significantly 
different from the omitted base category. 
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6.4.1.1 Overview of the multiple linear regression models 
This section provides an overview of the multiple linear regression models computed in the five samples. 
Tables with detailed results for each of these models are provided in Appendix, as well as short individual 
discussions for each of these models, since these would be too repetitive and overlapping with the cross-
cutting discussion carried out in Section 6.4.1.2, where hypotheses will be tested in relation to all the 
models. 
Models for Sample 1 – Economy as a Whole, All Employees: An overview of the regression models 
run with sample 1 are presented in Table 6.21. The stepwise regression suggested that all the 43 
independent variables are relevant for the pooled model (p ≤ .05). The adjusted model explains 61.9% of 
the dependent variable. If the models for men and women are compared, women’s model is much more 
explanatory of hourly earnings (66.9%) than men’s (57.3%) (Appendix 50). Since this advantage cannot 
be explained by the independent variables in the model, this means that there is either a variable which is 
more significant to explain men’s earnings than women’s that was not included in the model (due to its 
inexistence in the database), or that men have an advantage in the labour market, i.e. that they are 
positively discriminated in the labour market. Further information about this model can be found in 
Appendix 50. 
Table 6.21 Summary table of the regression models for sample 1 
Group 1 men Group 2 women Pooled 
Number of obs 1086724 981443 2068167 
F test F(42,1086681) =34771.20 F(42,981400) =47162.52 F(43,2068123)=78194.77 
Prob > F 0.0000 0.0000 0.0000 
R-squared 0.5734 0.6687 0.6192 
Adj R-squared 0.5733 0.6687 0.6192 
Root MSE .37013 .2897 .33628 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Models for Sample 2 – Non-Tourism, All Employees: The adjusted model explains 62.2% of the 
outcome variable. All the independent variables are statistically significant for the model. As in Sample 1, 
women’s model is also more explanatory than men’s (67.2% vs. 57.7%). The detailed results of these 
models are presented in Appendix 51.  
Table 6.22 Summary table of the regression models for sample 2 
Group 1 men Group 2 women Pooled 
Number of obs 1067815 957190 2025005 
F test F(42,1067772) =34629.73 F(42,957147) =46771.13 F(43,2024961) =77561.23 
Prob > F 0.0000 0.0000 0.0000 
R-squared 0.5767 0.6724 0.6222 
Adj R-squared 0.5766 0.6724 0.6222 
Root MSE .36959 .28955 .33616 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Models for Sample 3 – Tourism, All Employees: An overview of the models for sample 3 is presented in 
Table 6.23. The model for tourism is statistically significant but slightly less explanatory than the model for 
the economy as a whole. The adjusted pooled model explains 55.5% of the dependent variable. For p ≤ 
.05, all the predictors were relevant for the model in the stepwise regression, except the volume of sales (p 
≥ .05). Therefore, it was decided to exclude this variable from the final model. Again, it is verified that 
women’s model (57.8%) is more explanatory of the dependent variable than men’s (51.3%). Further 
information about this model is provided in Appendix 52. 
Table 6.23 Summary table of the regression models for sample 3 
 Group 1 men Group 2 women Pooled 
Number of obs 18909 24253 43162 
F test F(30, 18878) = 665.97 F(30, 24222) =1106.93 F(31, 43130) =1735.46 
Prob > F   0.0000 0.0000 0.0000 
R-squared   0.5142 0.5782 0.5550 
Adj R-squared 0.5134 0.5777 0.5547 
Root MSE   .33568 .25266 .29315 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Models for Sample 4 – Tourism, Senior Managers (who are executive civil servants, industrial 
directors and executives):  
Table 6.24 presents an overview of the regression models for sample 4. The model for tourism senior 
manager’s hourly earnings is statistically significant but it is of all the five models the one that explains the 
lowest proportion of the variability in the outcome variable (31.6%). After running the stepwise regression, 
it was decided to exclude some variables from the final model: company’s sales volume, number of 
establishments of the company, nationality, contract and part-time work (p ≥. 202). ‘Tenure’ and ‘hotels’ 
had a p-value between .05 and .10. However, these variables were not excluded from the model because 
the acceptable significance level can be increased to .10 for variables that theoretically make sense in the 
model (Marôco, 2014). Contrarily to what was observed in the previous models, in the case of tourism 
senior managers, women’s and men’s models have very similar adjusted coefficients of discrimination, 
and men’s model is even slightly more explanatory (women: 30.1%; men: 30.9%). More information about 
the results obtained in these models can be obtained in Appendix 53. 
Table 6.24 Summary table of the regression models for sample 4 
 Group 1 men Group 2 women Pooled 
Number of obs 967 514 1481 
F test F(18, 948) = 24.95 F(18, 495) = 13.26 F(19, 1461) = 37.0 
Prob > F   0.0000 0.0000 0.0000 
R-squared   0.3214 0.3253 0.3250 
Adj R-squared 0.3085 0.3008 0.3162 
Root MSE  .66952 .54785 .63018 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Models for Sample 5 – Non-Tourism, Senior Managers (who are executive civil servants, industrial 
directors and executives): An overview of the regression models for sample 5 is presented in Table 
6.25. The type of working arrangement (part-time vs. full-time) was the only variable excluded from the 
model after running the stepwise regression. The final pooled model explains 49.7% of the outcome 
variable. As observed in Models 1, 2, and 3, it is women’s model that is slightly more explanatory than 
men’s. Further information about this model can be found in Appendix 54.  
Table 6.25 Summary table of the regression models for sample 5 
Group 1 men Group 2 women Pooled 
Number of obs 36988 16467 53455 
F test F(53, 36934) = 669.11 F(53, 16413) = 307.26 F(54,53400) = 978.25 
Prob > F 0.0000 0.0000 0.0000 
R-squared 0.4898 0.4980 0.4973 
Adj R-squared 0.4891 0.4964 0.4968 
Root MSE .66776 .59269 .64692 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.4.1.2 Findings and discussion 
Table 6.26 presents the variables that have the greatest effect on earnings in each pooled model. The 
variables with a negative effect are marked in red. It can be concluded that education is the most 
explanatory variable in all the models, except the model for tourism senior managers, where business size 
is the most important variable. After education, tenure, age and sex are the most explanatory variables in 
the models. Sex, i.e. being a woman, affects earnings negatively in all the models.  
Table 6.26 Most explanatory variables and corresponding standardised coefficients by sample (pooled model)35 
1st variable 2nd variable 3rd variable 4th variable 
Sample 1 Education .281 Tenure .164 Sex -.130 Age .115 
Sample 2 Education .281 Tenure .163 Sex -.130 Age .115 
Sample 3 Education .159 Hotels -.107 Business size .099 Age .097 
Sample 4 Business size .278 Education .248 Age .132 Sex -.124 
Sample 5 Education .406 Tenure .162 Age .148 Business size .124 
*variables with a negative coefficient were highlighted in red
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Hourly earnings are highest in Lisbon and Madeira (Samples 1 and 2). Male tourism employees earn more 
in Algarve, while their female counterparts have the highest hourly earnings in Madeira (Sample 3). All 
35 Since it would not make sense to standardise dummy variables, these were not presented in the table. 
242 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
else equal, non-tourism senior managers earn more in Lisbon (Sample 5), while tourism senior managers 
earn more in Madeira (Sample 4).  
Muñoz-Bullón (2009) analysed the tourism industry in Spain and concluded that the larger the size of the 
firm, the higher the monthly wages. Therefore, it was decided to test the following hypothesis: 
Hypothesis 27: Company size has a positive effect on hourly earnings. 
Earnings tend to increase with company size (i.e. number of workers) in all the models (Sample 1: Beta 
=.004., p=.000; Sample 2: Beta =.004., p=.000; Sample 3: Beta =.099., p=.000; Sample 4: Beta =.278., 
p=.000; Sample 5: Beta =.124., p=.000). As a result, Hypothesis 27 is confirmed in all the sectors. The 
relative importance of company size is greater in the models for senior managers (Sample 4 and 5) than in 
the remaining models. In fact, company size is one of the most explanatory variables of senior managers’ 
earnings. In the model for tourism senior managers, company size in the most important variable (Sample 
4). However, in Samples 1 and 2, business size has a negative effect on women’s earnings, while it is 
positive for men’s.  
Regarding occupations, it is chief executives, senior officials and legislators (occup 1) as well as 
professionals and scientists (occup 2) who have the highest earnings. For female senior managers in 
tourism (Sample 4), working as sales and marketing and business development managers has the most 
positive effect on salaries, while for their counterparts it is working as finance managers. Hence, it is in 
typically female areas that these female senior managers have highest earnings. 
In non-tourism samples (1, 2 and 5), finance is the industry where earnings are highest. The second 
industry where earnings are highest is transportation for employees in general (Sample 1 and 2) and 
manufacturing for senior managers in general (Sample 5). In all cases, accommodation and F&B is the 
sector where hourly earnings are lowest, and this is observed in men and women’s models (Samples 1, 2, 
5). Besides accommodation, the second industry where senior managers have lowest earnings is also a 
feminised industry, i.e. human health. Hence, it can be concluded that earnings are lowest in typically 
female areas, and highest in typically male areas, such as finance and transportation. 
In Section 6.3.10.1, it was observed that hotel employees have lower earnings than travel employees. 
However, they also have lower levels of education and prevail in lower-skilled occupations. Still, it is 
possible that this difference in earnings is not justified by differences in education or occupational 
distribution. To test this idea, the following hypothesis was formulated: 
Hypothesis 28: Hourly earnings are higher in travel businesses than in hotels if all other variables 
are held constant. 
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Hotel employees earn 13.0% (log: -.13936) of an earnings category less than travel employees, even if all 
other variables are controlled for (Sample 3). In fact, it is the second most explanatory variable in the 
model. Therefore, Hypothesis 28 is confirmed. Working for hotels, as compared to working for travel 
businesses, decreases men’s earnings in 10.1% and women’s in 14.8% (log: -.106 and -.16, respectively). 
However, working for hotels or travel businesses does not affect either male or female senior managers’ 
earnings significantly (the stepwise regression even suggested excluding the variable from the fourth 
model), albeit senior managers in hotels have slightly higher hourly earnings than those in travel 
businesses, all else equal. 
In Hypothesis 23, it was concluded that part-timers have lower hourly earnings than full-timers. Hirsch 
(2005) claimed that part-time wage penalty is not significant if other variables are controlled for. Therefore, 
it is important to assess whether these lower earnings are due to part-time jobs being offered in 
segregated niches and female-dominated service areas which are paid worse (Casaca, 2010; Smith et al., 
1998), or if there is a discrimination of part-time workers per se. Hence, the following hypothesis was put 
forward: 
Hypothesis 29: If all other variables are held constant, part-timers have lower hourly earnings than 
full-timers. 
Working part-time slightly increases earnings in tourism and the whole economy, provided all other 
variables are controlled for (Sample 1: Beta=.005, p = .000; Sample 2: Beta=.007, p = .000; Sample 3: 
Beta=.008, p = .013; the variable part-time was excluded in Samples 4 and 5 after running the stepwise 
regression). Consequently, these results suggests that the comparatively lower earnings of part-time 
workers are a result of segregation and of part-time work not being evenly distributed throughout the 
economy, instead of being a result of overt pay discrimination of part-time workers. This way, Hypothesis 
29 is rejected. However, this variable does not influence senior managers’ earnings (Samples 4 and 5).  
Several authors have concluded that there is a positive association between the levels of education and 
the remuneration obtained (Bañuls & Casado-Díaz, 2010; Ferreira, 2010). Hence, the hypothesis below 
was put forward: 
Hypothesis 30: Education has a positive effect on hourly earnings. 
Hypothesis 41 is confirmed in all the models analysed (Sample 1: Beta=.281., p=.000; Sample 2: 
Beta=.281., p=.000; Sample 3: Beta=.159, p=.000; Sample 4: Beta=.248., p=.000; Sample 5: Beta=.406., 
p=.000). Not only does education increase hourly earnings, but it is also one of the most explanatory 
variables in all the models analysed except Sample 4, where it is the second most important variable. If 
unstandardised coefficients are analysed, and controlling for the effects of the other variables, a one year 
                                                          
36 The unstandardized coefficients in the appendix are given in logarithm form. When describing and discussing the results, the 
exponential form converted to percentage is used instead for ease of interpretation. 
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increase in education produces an increase of 3.8% (log: .037) in hourly earnings in the economy as a 
whole and non-tourism (Samples 1 and 2), 1.8% (log: .018) in tourism (Sample 3), 6.1% (log: .059) in 
tourism senior management (Sample 4) and 10.1% (log: .096) in non-tourism senior management (Sample 
5). 
Hourly earnings also increase with tenure, age and permanent contracts (instead of non-permanent ones) 
in all the models analysed (Appendix 50 through Appendix 54), including women’s and men’s separate 
models.  
In Hypothesis 25, it was concluded that senior managers have higher hourly earnings than the remaining 
workers. However, this may be because they concentrate other characteristics (e.g. education, tenure 
etc.) that may be more favourable than those of the remaining workers. Thus, it is relevant to test the 
following hypothesis: 
Hypothesis 31 All else equal, senior managers have the highest earnings. 
If all other variables are controlled for, it can be concluded that senior managers have the highest 
earnings, while non-qualified workers have the lowest (Samples 1, 2 and 3). Hence, Hypothesis 31 is 
confirmed. 
It was concluded in Hypothesis 21 that women earn less than men in the economic sectors studied. 
However, it is important to analyse whether this tendency is maintained when all the remaining variables 
are controlled for. It is possible to assume that the explanation behind women’s comparatively lower 
earnings is their concentration in lower paid sectors and occupations. However, literature suggests that 
even when these variables are controlled for, women’s remuneration remains lower than men’s. Thus, 
Hypothesis 32 was formulated: 
Hypothesis 32 Women have lower hourly earnings than men if all other variables are controlled for. 
This is verified in the current dataset in all the models analysed (standardised coefficients for ‘sex’: 
Sample 1: Beta=-.130., p=.000; Sample 2: Beta=-.130., p=.000; Sample 3: Beta=-.089., p=.000; Sample 4: 
Beta=-.124., p=.000; Sample 5: Beta=-.093., p=.000). In fact, ‘sex’ is one of the most explanatory variables 
in all the models, albeit its relative importance is slightly reduced in Sample 3 (tourism employees) and 
Sample 5 (non-tourism senior managers). As a result, Hypothesis 32 is confirmed. Controlling for the 
effects of other variables, women earn 13.2% (log: -.142) of an earnings category less than men in the 
overall economy (Sample 1), 13.3% (log: -.143) outside tourism (Sample 2), 7.6% (log: -.079) in tourism 
(Sample 3), 18.0% (log: -.198) in tourism senior management (Sample 4), and 16.7% (log: -.183) in non-
tourism senior management (Sample 5).  
Finally, for women, the variable ‘nation’ is not statistically significant in the explanation of the outcome 
variable in any of the models. However, for men, being Portuguese has a positive impact on earnings in 
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Samples 1 and 2 (economy as a whole and non-tourism) if all other variables are controlled for. Yet, in 
Samples 3 and 5 (tourism employees and non-tourism senior managers), being Portuguese has a 
negative impact on men’s earnings, all else equal. In Model 5, Portuguese senior managers earn 21.3% 
less than their foreign counterparts so. In Sample 4 (tourism senior managers), ‘nation’ was not 
statistically significant either for men or for women. 
6.4.2 Blinder-Oaxaca decompositions 
This section presents and discusses the Blinder-Oaxaca decompositions. Instead of displaying the results 
for the hourly earnings in logarithmic scale, the values were re-transformed to the original scale (euros) in 
order to ease interpretation.  
Consequently, the results here presented correspond to the geometric mean of hourly earnings. The 
geometric mean is usually defined as the ‘nth root, usually the positive nth root, of a product of n factors’ 
(American Heritage Dictionary, 2011). For example, the geometric root of two numbers is the square root 
of their product. It uses the product of a set of numbers instead of their sum, as opposed to the arithmetic 
mean. It is more appropriate for showing the central tendency or typical value of a set of numbers. 
Women’s hourly earnings are lower than men’s in all the samples analysed. 
6.4.2.1 Decomposition 1: economy as a whole, all employees 
The geometric mean of hourly earnings is €5.74 for men and €4.80 for women, which amounts to a 
difference of 19.6%37. However, according to the pooled decomposition (Jann, 2008), if women’s 
endowment levels were adjusted to men’s, women’s wages would only increase by 3.7%. A gap of 15.3% 
remains unexplained (Table 6.27).  
Table 6.27 Decomposition 1: Summary table 
Differential 
Coef. Robust 
Std. Err. 
z P>|z| [95% Conf. Interval] Exp(b) Robust 
Std. Err 
Men 1.747426 .0005436 3214.75 0.000 1.74636 1.748491 5.739807 .00312 
Women 1.568201 .000508 3086.77 0.000 1.567206 1.569197 4.798011 .0024376 
Difference .1792241 .000744 240.89 0.000 .1777659 .1806824 1.196289 .0008901 
Blinder-Oaxaca decomposition: pooled model 
Explained .0370212 .0006291  58.85 0.000 .0357883 .0382542 1.037715 .0006528 
Unexplained .1422029 .0005265 270.09 0.000  .141171 .1432348 1.152811 .000607 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
37 There is a difference in the pay gap calculated based on the arithmetic mean of hourly earnings (Section 6.3.10) and the pay 
gap based on the geometric mean of hourly earnings. This happens because the use of a geometric mean ‘normalises’ the ranges 
being averaged. 
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Most of the gender pay gap in the economy as a whole is due to women having lower returns to age and 
education than men (‘unexplained’ part), i.e. for each additional year of age or education women’s 
increase in earnings in lower than men’s (Figure 6.44). If women had the same returns as men to age and 
education, their hourly earnings would increase 6.7% and 5.7%, respectively. This confirms the idea that 
women are more educated, but their returns to education are lower than men’s. However, there are 
differences between women and men in observable characteristics that also contribute to increase the 
gender pay gap, in particular hierarchical and industrial segregation (variables ‘qual’ and ‘indust’, 
‘explained’ part). Adjusting women’s endowments levels in these variables to the levels of men would 
increase women’s earnings in 2.2% and 2.3%, respectively. However, their earnings would decrease 2.3% 
if they had men’s levels of education. The fact that women are more educated than men contributes to 
slightly decrease the gender pay gap, but the overall effect of the variable education contributes to widen 
the pay gap due to the size of the unexplained part. Appendix 55 presents the individual contributions of 
the predictors to the components of the decomposition, their corresponding significance levels and 
confidence intervals. 
Figure 6.44 Detailed decomposition (1): Comparison between the explained and unexplained parts of the pay gap 
according to each factor 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.4.2.2 Decomposition 2: non-tourism, all employees 
Decomposition 2, for non-tourism workers, is very similar to Decomposition 1, given that tourism 
employees, who are excluded from this sample, account for only 2% of all employees analysed in the first 
decomposition. The geometric mean of hourly earnings is €5.74 for men and €4.80 for women who are 
working outside of the tourism sector. The differential is of 19.6%. Since the differences between this 
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decomposition and the previous one are only very small, no further details about this decomposition are 
explained here, but the corresponding tables are included in Appendix 56. 
6.4.2.3 Decomposition 3: tourism, all employees 
In the tourism sample, the geometric mean of wages is €5.55 for men and €4.71 for women, which 
corresponds to a differential of 17.8% (Table 6.28). This differential is smaller than in the economy as a 
whole. Besides that, slightly more than half of the pay gap is explained by differences in the predictors. A 
gap of 8.8% is explained while a gap of 8.2% remains unexplained. These results suggest that there might 
be less pay discrimination in the tourism sector than in the economy as a whole, since a larger proportion 
of the difference in hourly earnings can be explained by differences in the predictors. This is in accordance 
with the findings of Santos and Varejão (2007). 
Table 6.28 Decomposition 3: Summary table 
Differential 
Coef. Robust 
Std. Err. 
z P>|z| [95% Conf. Interval] Exp(b) Robust 
Std. Err 
Men 1.71372 .0034995 489.71 0.000 1.706861 1.720579 5.549569 .0194205 
Women 1.54984 .0024966 620.78 0.000 1.544947 1.554733 4.710716 .0117607 
Difference .1638802 .0042987 38.12 0.000 .1554548 .1723056 1.178073 .0050642 
Blinder-Oaxaca decomposition: pooled model 
Explained .0848221 .0033183 25.56 0.000 .0783184 .0913257 1.088523 .003612 
Unexplained .0790581 .0032216 24.54 0.000 .072744 .0853723 1.082267 .0034866 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
In Figure 6.45, it is possible to analyse the individual contributions of the predictors to the components of 
the decomposition. Hierarchical segregation accounts for most of the gender pay gap in tourism (variable 
‘qual’, ‘explained’ part). If women were distributed throughout the hierarchy in the same way as men, their 
hourly earnings would increase 5.7%.  
In addition, working for hotels widens the pay gap by 5% (variable ‘hotels’, ‘unexplained’ part). Another 
aspect that contributes to widen the gender pay gap, is that women have lower returns than men to age 
and to having permanent contracts (in opposition to non-permanent ones) (‘unexplained’ part). 
Occupational segregation also contributes to increasing the pay gap between women and men (variable 
‘occup’, ‘explained’ part), albeit less than hierarchical segregation. The results for the detailed 
decomposition are displayed in Appendix 57. 
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Figure 6.45 Detailed decomposition (3): Comparison between the explained and unexplained parts of the pay gap 
according to each factor 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
6.4.2.4 Decomposition 4: tourism, senior managers (who are executive civil servants, 
industrial directors and executives) 
The geometric mean of tourism senior managers’ hourly earnings is €13.3 for men and €10.9 for women, 
yielding an earnings gap of 21.9% (Table 6.29). Adjusting women’s endowments levels would not 
influence women’s earnings, since the ‘explained’ part of the pay gap is not statistically significant. This 
means that the whole pay gap remains unexplained in this model. The large ‘unexplained’ part may be 
either due to discrimination, or due to the existence of other important variables not included in the model 
that widen the pay gap (e.g. ‘experience’, ‘availability’, etc.). It is also important to bear in mind that this 
decomposition was based on a multiple linear regression model with a low ?̅?2 and had the lowest number 
of individuals. 
In addition, from the interpretation of the detailed decomposition in Appendix 58, it is possible to conclude 
that most variables have no statistical significance. For this reason, it was decided not to represent 
graphically the contribution of the individual components to the gender pay gap.  
Table 6.29 Decomposition 4: Summary table 
Differential 
Coef. Robust 
Std. Err. 
z P>|z| [95% Conf. Interval] Exp(b) Robust 
Std. Err 
Men 2.586479 .025889 99.91 0.000 2.535737 2.63722 13.28292 .3438809 
Women 2.388517 .028886 82.69 0.000 2.331901 2.445132 10.89732 .31478 
Difference .1979622 .0387897 5.10 0.000 .1219358 .2739886 1.218916 .0472814 
Blinder-Oaxaca decomposition: pooled model 
Explained -.000319 .0239715 -0.01 0.989 -.0473023 .0466645 .9996812 .0239639 
-0,06
-0,04
-0,02
0,00
0,02
0,04
0,06
edu age tenure size nest nation part contr hotels occup region qual cons_
explained unexplained
exp{coef}-1 
 Unexplained .1982811 .0332753 5.96 0.000 .1330627 .2634995 1.219305 .0405728 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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6.4.2.5 Decomposition 5: non-tourism, senior managers (who are executive civil servants, 
industrial directors and executives) 
The geometric mean of hourly earnings of senior managers in general is €10.81 for women and €13.82 for 
men, yielding an earnings gap of 27.9%, larger than the gap observed in any of the other samples (Table 
6.30). Most of this gap (20.1%) cannot be explained by differences in the predictors. Only 6.4% is 
explained by differences in observable characteristics, particularly industrial segregation, age and tenure. 
Since many variables were not statistically significant, it was decided not to represent the contribution of 
individual predictors graphically. However, the results obtained in the detailed decomposition can be seen 
in Appendix 59. 
Once again, it can be observed that women have more favourable educational characteristics than men 
(‘explained’ part) but that their returns to education are lower (‘unexplained’ part). Hence, women’s 
endowments in relation to education narrow the pay gap by 5.9%, but the fact that men have better returns 
to education overcompensates for this, and widens the pay gap by 14.2%.  
It can also be observed that the variable ‘ nation’ makes a significant contribution to reduce the gender pay 
gap. Since ‘nation=1’ corresponds to Portuguese workers, these results mean that the pay gap is 22.7% 
narrower among Portuguese workers than among their foreign counterparts. Thus, the unexplained part of 
the pay gap is even wider for foreigners. In fact, it was observed in Section 6.4.1.2 that being foreigners 
increases male managers’ salaries in sample 5, while it decreases women’s. Returns to regional 
distribution also contribute to increase the gender pay gap. 
Table 6.30 Decomposition 5: Summary table 
Differential 
Coef. Robust 
Std. Err. 
z P>|z| [95% Conf. Interval] Exp(b) Robust 
Std. Err 
Men 2.626437 .0048577 540.68 0.000 2.616917 2.635958 13.82443 .0671543 
Women 2.380683 .0065085 365.78 0.000 2.367926 2.393439 10.81228 .0703713 
Difference .2457547 .0081214 30.26 0.000 .2298371 .2616724 1.278586 .0103839 
Blinder-Oaxaca decomposition: pooled model 
Explained .0626493 .0060565 10.34 0.000 .0507788 .0745199 1.064653 .0064481 
Unexplained .1831054 .0062168 29.45 0.000 .1709207 .1952901 1.200941 .007466 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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6.4.2.6 Overview and discussion 
It was concluded before that salaries increase with company size. However, some literature suggests that 
company size also contributes to widen the gender pay gap (Santos & Varejão, 2007). Consequently, the 
following hypothesis was tested on samples 1, 2 and 3: 
Hypothesis 33 Company size increases the pay gap among employees in general. 
The pay gap increases with company size in the samples analysed. However, while in the economy as a 
whole and non-tourism company size increases the pay gap due to a difference in men and women’s 
returns, with men having more favourable returns to company size (samples 1 and 2), in the tourism 
sector the slight increase in the pay gap related to company size is due to a difference in endowments and 
not in returns (sample 3). It can be concluded that Hypothesis 33 is confirmed both in relation to the 
overall economy and to tourism. The same hypothesis was formulated in relation to the samples of senior 
managers, i.e. samples 4 and 5: 
Hypothesis 34 Company size increases the pay gap in senior management. 
The variable company size is not statistically significant in sample 4. However, it is significant in relation to 
non-tourism senior managers (sample 5) due to difference in the observable characteristics of male and 
female senior managers in relation to company size, as verified above with the sample of tourism 
employees. Hence, Hypothesis 34 is confirmed outside tourism. 
Previous studies have concluded that the pay gap increases with education and that it is among the most 
educated individuals that the gender pay gap is widest (Ferreira, 2010). Bañuls and Rodríguez (2005) and 
Bañuls and Casado-Díaz (2010) concluded that the returns to education are much higher for men than for 
women, i.e. that the increase in wages for each additional year of education is higher for male than for 
female workers. Therefore Hypothesis 35 was tested in samples 1, 2 and 3: 
Hypothesis 35 Education increases the pay gap among employees in general. 
This hypothesis is confirmed in relation to all the samples. Although, in the tourism sector, the increase in 
the pay gap associated with education is related to differences in endowments, i.e. to the fact that men are 
slightly more educated than women, in the economy as a whole and non-tourism the widening of the pay 
gap associated with education is mostly due to men having higher returns to education. For each 
additional year of education, men’s increase in earnings is higher than women’s. Consequently, 
Hypothesis 35 is confirmed. A similar hypothesis was also formulated in relation to senior managers 
(samples 4 and 5): 
Hypothesis 36 Education increases the pay gap in senior management. 
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This is not observed in relation to tourism senior managers. In fact, female senior managers in tourism are 
more educated than their male counterparts and this has a positive effect on their hourly earnings. Hence, 
this hypothesis is rejected in the tourism sector (sample 4). While the positive effect of women’s higher 
levels of education on women’s earnings and the narrowing of the pay gap is also observed among senior 
managers outside the tourism sector (sample 5), the differential in men and women’s returns to education 
surpasses the effect of endowments. As a result, due to ‘discriminatory’ differences in returns to 
education, this variable globally contributes to increase the gender pay gap among non-tourism senior 
managers. Hence, Hypothesis 36 is confirmed in relation to this group of workers (sample 5). 
It is also of interest to analyse whether tenure increases the pay gap. This was observed by V. Ferreira 
(2004), who observed in her study that after the first year of service men already earned more than 
women in all the occupations at the office. Therefore, the following hypothesis was formulated in relation 
to samples 1, 2 and 3: 
Hypothesis 37 Tenure increases the gender pay gap among workers in general. 
Tenure widens the pay gap in the three samples analysed, partly because men are more likely to have 
longer tenure than women (‘explained’ part). However, in addition to this, men also have higher returns to 
tenure than women do in the tourism sector, i.e. their increase in earnings for each additional year at the 
same company is higher than women’s. Hence, Hypothesis 37 is confirmed for tourism, non-tourism and 
the economy as a whole. This hypothesis was also tested in relation to senior managers (samples 4 and 
5): 
Hypothesis 38 Tenure increases the gender pay gap in senior management. 
Outside tourism, men’s greater length of service at the same company explains why tenure increases the 
pay gap. However, among senior managers in the tourism sector, tenure contributes to decrease the 
gender pay gap, since women have better returns to tenure than men do. Hence, this hypothesis is only 
confirmed in relation to non-tourism senior managers.  
Other studies have concluded that women’s segregation from high-level management is one of the 
explanations for the gender pay gap (Blau & Khan, 2006; Thrane, 2008). Hence, it was decided to test this 
hypothesis with the results of the earnings decompositions computed with samples 1, 2 and 3: 
Hypothesis 39 Vertical segregation increases the gender pay gap. 
The variable ‘qual’ was analysed to test this hypothesis in samples 1, 2 and 3. It was previously observed 
that men and women are differently distributed throughout the hierarchy, with men more concentrated at 
the top and women more crowded at the bottom of the pyramid. This explains a great part of the pay gap 
in the economy as whole, non-tourism and tourism. The ‘unexplained’ part of the differential is not 
statistically significant in any of the samples. Still, Hypothesis 39 is confirmed in the three samples. 
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Besides, it was concluded in Hypothesis 26 that the unadjusted pay gap is wider among senior managers 
than among workers in general. It is important to ascertain to what extent this gender pay gap is due to 
different characteristics possessed by female and male senior managers (‘explained’ part or 
endowments), or to them being remunerated differently for the same characteristics (‘unexplained’ part or 
coefficients). Consequently, the following hypothesis was put to the test: 
Hypothesis 40: The part of the gender pay gap that is due to ‘discrimination’ is larger for senior 
managers than for employees in general. 
In Figure 6.46, it can be seen that the part of the bars that correspond to the unexplained part of the 
earnings gap is taller for senior managers (samples 4 and 5) than for employees in general (samples 1, 2 
and 3). As a result, Hypothesis 40 is confirmed both for the tourism and non-tourism senior managers. 
Although the quality of the regression was lower for the model of tourism senior managers (sample 4), the 
data suggest a particularly wide ‘discriminatory’ pay gap in this sample. 
Sample 1: economy as a whole (all employees); Sample 2: non-tourism (all employees); Sample 3: tourism (all employees); 
Sample 4: tourism, senior managers; Sample 5: non-tourism, senior managers.  
Figure 6.46 Explained and unexplained pay gap by sample analysed (2012) 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
Finally, Santos and Varejão (2007) and Muñoz-Bullón (2009) concluded that the part of the pay gap that is 
attributed to discrimination is lower in the tourism sector than the rest of the economy. As a result, the 
following hypothesis was formulated: 
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Hypothesis 41: The part of the pay gap that is attributed to ‘discrimination’ is lower in the tourism 
industry than in the whole economy. 
Figure 6.46 provides an overview of the decompositions results for each of the samples analysed. It can 
be seen that the unexplained part of the earnings gap in the tourism sample (3) is lower than in the sample 
for all employees (1) and non-tourism employees (2). Therefore, Hypothesis 41 is confirmed.  
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6.5 Overview of the Hypotheses 
In this section, an overview of the hypotheses tested in this chapter is provided in the table below. 
Table 6.31 Overview of the hypotheses 
Hypotheses  confirmed;  rejected;; ----- not applicable Hotels Travel Whole 
Sections 6.2 and 6.3 
H1: The number of workers in tourism businesses is smaller than in the economy as a whole.   -- 
H2: Most tourism workers are women.   -- 
H3: Most employers are men.   
H4: Contracts are less stable in the tourism industry than in the economy as a whole.   -- 
H5: Men are more likely than women to have permanent contractual arrangements.   
H6: Men are more likely than women to have a longer tenure in the same company.   
H7: Senior managers are more likely to have permanent contracts than the remaining workers.   
H8: Working hours are often longer in the tourism sector than in most other economic activities.   ---- 
H9: Men tend to have longer working hours than women.   
H10: Men are more likely than women to work paid extra hours.   
H11: Part-time employment is more widespread in the tourism sector than in the economy in general.   --- 
H12: Most part-time workers are women.   
H13: Part-time work is less common among senior managers than among workers in general.   
H14: In tourism, levels of education are lower than in the economy as a whole.   --- 
H15: Women have higher levels of education than men.   
H16: Women senior managers have higher levels of education than their male counterparts.   
H17: The tourism sector and the whole economy are horizontally segregated.   
H18: Men fill higher hierarchical positions than women.   
H19: Low skilled jobs are abundant in tourism, as compared to the whole economy.   --- 
H20: Tourism jobs are paid below the average.   --- 
H21: Women earn less than men across the economic sectors studied.   
H22: The disparity between women and men is wider in relation to monthly earnings than to monthly 
base salary. 
  
H23 Part-time workers have lower hourly earnings than full-time workers.   
H24 Graduates have lower earnings in tourism than in other economic fields.   
H25: Senior managers have earnings above the average.   
H26: The unadjusted gender pay gap is wider among senior managers than among employees in 
general. 
  
Sections 6.4 Tourism Whole 
H27: Company size has a positive effect on hourly earnings.  
H28: Hourly earnings are higher in travel businesses than in hotels if all other variables are held 
constant 
 --- 
H29: If all other variables are held constant, part-timers have lower hourly earnings than full-timers.  
H30: Education has a positive effect on hourly earnings.  
H31 All else equal, senior managers have the highest earnings.  
H32 Women have lower hourly earnings than men if all other variables are controlled for.  
H33 Company size increases the pay gap among employees in general.  
H34 Company size increases the pay gap in senior management.  
H35 Education increases the pay gap among employees in general.  
H36 Education increases the pay gap in senior management  
H37 Tenure increases the pay gap among workers in general.  
H38 Tenure increases the gender pay gap in senior management.  
H39 Vertical segregation increases the gender pay gap.  
H40: The part of the gender pay gap that is due to discrimination is larger for senior managers than 
for employees in general. 
 
H41: The part of the pay gap that is attributed to discrimination is lower in the tourism industry than in 
the whole economy. 
 --- 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985, 2012) 
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6.6 Conclusion 
In this chapter, tourism businesses (Sections 6.2) and the tourism workforce (Section 6.3) were 
characterised. A comparative analysis was performed between data for these sectors and data for the 
economy as a whole. After that, multivariate analyses of earnings were performed, and the gender pay 
gap was analysed (Section 6.4).  
It is often argued that the tourism industry is made up of small-sized businesses, but it was concluded that 
hotels are larger than the average business elsewhere in the economy (H1). However, this is more due to 
the comparatively lower percentage of hotel workers in micro-sized businesses than to their concentration 
in large businesses. In fact, hotel workers are more likely to work for medium-sized companies, while the 
remaining workforce analysed is more likely to work for either micro-sized companies or large ones. Travel 
businesses, despite being smaller in dimension, have a larger volume of sales. The region that absorbs 
most of the workforce is Lisbon, but hotel workers are more likely to work in Algarve, where most large 
hotels and most hotel beds (Macedo, 2013) are concentrated. However, senior managers in the hotel 
sector, just as senior managers in the other sectors, are more likely to work in Lisbon. 
Men are the majority of the workforce in Portugal, but women outnumber them in the tourism sectors 
analysed (H2). However, men prevail in senior management in all the sectors analysed, even though 
tourism is a feminised industry. Men are also more likely than women to be employers than employees 
(H3), but the majority of the workforce is made up of employees, even among senior managers. 
There is a lower percentage of workers with permanent contracts in the hotel sector than in the whole 
economy, but there is more contractual stability in the travel sector (H4). It is not verified that men have 
greater contractual stability than women do in the tourism sectors analysed, only in the overall economy 
(H5). In fact, the opposite trend is observed in the travel sector. Senior managers are also more likely to 
have permanent contracts than the remaining workers (H7). Men have longer tenure than women do in the 
total economy and hotels, but in travel businesses women’s tenure is longer (H6).  
Contrarily to what was verified in previous studies, part-time employment is less widespread in the hotel 
and travel sectors than in the rest of the economy, both among the labour force in general and among 
senior managers (H11). Part-time work is less common among senior managers than among other 
employees, except in the hotel sector (H13). Women are the majority of part-time workers, but in travel 
businesses the differences observed between women and men have no statistical significance (H12). 
However, female senior managers are more likely to work full-time than male senior managers in the 
tourism sectors analysed, but these differences bear no statistical relevance. 
Men’s normal working period is on average longer than women’s (H9), regardless of the type of working 
arrangement, and they are also more likely both to engage in overtime work and to work more paid extra 
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hours (H10). The database only contained information for paid extra hours, not for unpaid overtime work. 
According to Theunissen and Sels (2006), women are more likely to prefer flexibility or time-off as a 
compensation for extra work, while men are more likely to receive monetary compensation for overtime 
work. Hotel employees have longer working hours than either travel employees or employees in general 
(H8). 
It has been widely claimed that the tourism workforce has low levels of education. While this study 
confirms this idea in relation to the hotel sector, it is not true in relation to the travel sector, where workers 
have levels of education above the average (H14). However, among senior managers these sectorial 
differences are less visible. Hotel senior managers are even more educated than in the travel sector, but 
less than in the whole economy. Women in general are more educated than men in the whole economy 
and the travel sector, but not in the hotel sector (H15). However, women senior managers have higher 
levels of education than their male counterparts in all the sectors analysed, particularly in the total 
economy (H16). Senior managers who are employers tend to be much less educated than those who are 
employees. 
Labour in tourism and in the whole economy is segregated along gender lines both horizontally and 
vertically (H17). In all the sectors, women are more likely to fill typically female occupations, while men are 
more likely to work in typically male areas. The hotel sector seems to reinforce traditional gender roles by 
shunting women to unskilled occupations, mainly as chambermaids or cleaners. Vertical segregation is 
also very visible in the sectors analysed (H18). Men are overrepresented in senior and middle 
management positions, while women are more concentrated in low-skilled positions. Although this is also 
the trend observed in the travel sector, it is important to notice that women more than double the 
proportion of men in highly qualified positions in this sector. Besides, it is often argued in the literature that 
there is an abundance of low-skilled jobs in the tourism sector but, in the population analysed, this was 
only verified in the hotel sector (H19). In fact, travel agencies and tour operators offer many qualified and 
highly qualified jobs, as compared to the other sectors analysed. 
The proportion of foreigners is lower than the proportion of Portuguese workers in senior management and 
highly qualified positions, but higher in low-skilled jobs, particularly in hotels and the total economy. There 
are many more women than men filling low-skilled positions, and this trend is particularly noticeable 
among foreigners who work in hotel establishments. More than two thirds of the foreign women working in 
this sector are at the low end of the pyramid. Most of the foreign workforce comes predominantly from 
former Portuguese colonies or Eastern Europe, but in travel businesses there is a greater percentage of 
workers who are originally from other EU countries. There is a high proportion of foreigners in senior 
management in travel businesses, but most of them are employers in their own businesses. 
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It is often argued that tourism jobs are paid below the average. Yet, in the present study, this only applies 
to the hotel sector (H20). Both earnings and hourly earnings are higher in the travel sector than in the 
whole economy and hotels. Women are consistently paid less than men in all the sectors analysed, all 
else equal (H21), and they are disproportionately overrepresented in the lowest ranges of earnings in the 
hotel sector and the economy as a whole. The unadjusted gender pay gap is widest in hotels and 
narrowest in travel businesses. However, it should be borne in mind that women are considerably more 
educated than men in this sector. The travel sector is also the only sector analysed where the gender gap 
in earnings is narrower than in base salaries (H22). Earnings were also analysed according to the type of 
working arrangement, and it was concluded that part-time workers have lower hourly earnings than full-
time workers in travel businesses and the whole economy (H23).  
Previous studies have observed that higher education degrees are not particularly valued or rewarded in 
tourism (Bañuls & Rodríguez, 2005; Costa et al., 2012a; Petrova & Mason, 2004). The findings of the 
present study confirm this idea (H24). It is noteworthy that travel businesses, which absorb many highly 
qualified human resources (graduates correspond to 45% of female workers and 24% of male workers) is 
the sector that rewards graduates the least (29% less than in the economy as a whole). 
Senior managers’ earnings are much higher than those of the remaining workers (H25). Hence, senior 
managers are a privileged class of workers in terms of earnings, and this aspect points to the importance 
of analysing class in the tourism workforce and in the workforce in general. This issue is only analysed 
superficially here; therefore, it is suggested that future works investigate this topic in greater depth. 
It was observed that women are under-represented in senior management positions, even in the tourism 
sector, where they are the majority of the workforce. On top of women’s segregation and their 
underrepresentation in high-level positions, there is a particularly wide gender pay gap at the top (H26). In 
the analysis concerning all employees, the travel sector seemed to offer comparatively better opportunities 
for women, and the observed gender pay gap was much narrower than in the other sectors. However, the 
sector shows signs of marked genderisation at the top. It is in travel businesses that the gender pay gap 
among senior managers is widest, since female senior managers correspond to less than 10% of the 
senior managers who earn more than €5000 in this sector. These gendered patterns are not much less 
visible in hotels and the whole economy, where women are just below 20% of workers in this earnings 
range.  
In Section 6.4.1, Ordinary Least-Squares regressions were calculated. The regression models computed 
were considerably explanatory of hourly earnings, except the model for tourism senior managers, in which 
a third of the independent variables were considered irrelevant and thus excluded from the final model.  
In all cases, except the model for tourism senior managers, which was also weaker, women’s regression 
models were much more explanatory than men’s. Men have higher hourly earnings but this advantage 
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cannot be accounted for by the regressors in the models. This hints to the existence of positive 
discrimination in the labour market towards men. This idea is corroborated by Santos and Varejão (2007), 
who claimed that the gender pay gap is more due to men being paid above the non-discriminating wage 
structure than it is to women being paid below it. González et al. (2005) also contended that there had 
been a consistent increase in the relative importance of the male advantage in the Portuguese labour 
market in the period analysed. 
The most relevant variables in all the models were education, tenure, sex, business size and age. ‘Sex’, 
i.e. being a woman, influences earnings negatively in all the sector analysed (H32). Education is the 
variable that has the greatest impact on hourly earnings in almost all the samples analysed. Earnings 
increase with company size (H27) and with education (H30).  
Controlling for the remaining variables, it was concluded that part-timers’ lower hourly earnings are not the 
result of overt pay discrimination, but of segregation and of part-time not being evenly distributed 
throughout the economy (H29). Still, assuming that ‘everything else is held constant’ can be a fallacy if it is 
assumed that part-timers have better conditions and earnings than full-timers. It is important to look at the 
real living wages of part-time workers, who have lower monthly salaries, and tend to be in segregated 
jobs. What is implied here is that the low hourly earnings of part-timers are not a result of overt pay 
discrimination, but of the concentration of these jobs in segregated niches. These aspects should still be a 
preoccupation for policy-makers. In the samples for senior managers (4 and 5), the type of working 
arrangement was not a significant variable, and for this reason it was excluded from the final model. 
After controlling for the remaining variables, it was confirmed that senior managers have the highest 
earnings (H31), while workers in non-qualified jobs have the lowest earnings. In the tourism sector, the 
occupations where senior managers’ earnings are highest are gendered. Men earn have the highest 
earnings as finance managers, and women as sales and marketing managers ceteribus paribus. If all 
other variables are held constant, working in the Lisbon or Madeira regions yields better earnings. In the 
case of the tourism workforce, Algarve is one of the regions where wages are highest, besides Madeira. 
Controlling for all other variables, accommodation and F&B employees have the lowest earnings, while 
finance employees have the highest earnings (samples 1, 2 and 5). As to senior managers, their earnings 
are lowest in accommodation and in human health, all else equal (sample 5). Besides, hotel employees 
have lower earnings than travel employees (H28). In fact, working in hotels is one of the variables that 
contribute the most to decrease earnings in the tourism sample (3), and this effect is even more visible 
among women than among men. It seems that the pay gap increases with the proportion of men in the 
sector. However, in the case of senior managers, working for hotels or for travel businesses does not 
affect earnings significantly (sample 4). 
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The variable ‘nation’ is significant for men’s model, but not for women’s (samples 1 and 2). For men, being 
Portuguese has a positive impact on earnings. Controlling for all other variables, Portuguese employees 
earn more than foreigners do. However, in tourism, Portuguese employees earn slightly less than 
foreigners do if all other variables are held constant. These results suggest that the lower unadjusted 
earnings of foreign workers in tourism are more the result of segregation, or discrimination through 
segregation, than the result of overt pay discrimination. The variable ‘nation’ was not included in the model 
for tourism senior managers (sample 4) because it was not statistically significant. In the model for non-
tourism senior managers, foreign senior managers earn more than Portuguese senior managers do. 
Besides, while the variable ‘nation’ is not statistically significant for women, being a foreign senior 
manager influences positively men’s salaries, and widens the gender pay gap. However, it is important to 
bear in mind that the proportion of foreign workers who reach senior management positions is very low. 
Hence, these foreign male senior managers whose salaries exceed those of Portuguese senior managers 
seem to be a small minority who is in a very privileged position. Barros and Santos (2007) also concluded 
that being male and a foreign manager had a positive impact on earnings. Acker’s intertwinement of 
gender and class is visible here. These results also seem to indicate gendered transnational managerial 
work (Hearn et al., 2009). Future studies could analyse in greater detail the profile of these managers, in 
particular their countries of origin.  
In Section 6.4.2, earnings decompositions were computed. Differences in characteristics between men 
and women, i.e. the endowments effect, explain 52% of the total pay gap in the tourism sector, a much 
larger share than in the economy as a whole (19%). Therefore, the results indicate that more than half of 
the earnings gap in tourism is explained by differences in endowments, and ‘only’ 48% is due to 
‘discrimination’, which is a value similar to that obtained by Santos and Varejão (2007) with data from 
2000 (55%). Through a comparison of both studies, it is not possible to state that the pay gap has 
narrowed since 2000, because although the same database was used, different decomposition methods 
were utilised, as well as slightly different variables and different economic activities. In all the other 
decompositions, except tourism, the part of the pay gap that is attributed to ‘discrimination’ is wider than 
the part that is related with endowments (H41). 
The samples where the gender pay gap is widest are those of senior managers, and it is also in these 
samples that the ‘unexplained’ or ‘discriminatory’ part of the gender pay gap is widest (H40). While this 
may signal that pay discrimination is more widespread among senior managers, it cannot be excluded that 
there are other important variables not included in the model that contribute to widen the pay gap, e.g. 
experience or availability. 
Overall, the results obtained in the decompositions suggest that the gender pay gap is due to hierarchical 
and industrial segregation and, most of all, to overt pay discrimination, given the size of the ‘unexplained’ 
part of the pay gap in all the samples analysed. In most models analysed, not only is the non-
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discriminatory (‘explained’) part of the gender pay gap very small, but even this explained part may be a 
result of discrimination through gendered horizontal and vertical segregation. In fact, one could ask about 
the reasons for this segregation, since it may be related either with choice or with entry barriers (Muñoz-
Bullón, 2009). Besides, other factors that explain the gender pay gap are women’s lower returns to age 
and education, particularly in the economy as a whole. 
The variable education reduces the ‘explained’ and increases the ‘unexplained’ part of the pay gap. In the 
present study, it was observed that women have higher levels of education than men in all sectors 
analysed except hotel establishments, which corroborates the findings of González et al. (2005), and 
rejects the suggestion of Burrell et al. (1997) that it is the fact that women are poorly qualified that hinders 
them from gaining access to occupations of greater responsibility. It is not the difference in educational 
achievements that justifies women’s segregation and lower salaries, but rather the fact that women have 
lower returns to education than men in all the sectors, since discriminatory differences in returns to 
education increase gradually as workers attain higher levels of education. This supports Vartiainen’s 
(2002) claim that well-educated women in well-remunerated occupations lag the most behind men with 
similar characteristics. As a result, the variable education contributes to increase the gender pay gap, 
except in Sample 4 (H35-36). Besides education, tenure, company size and veretical segregation also 
contribute to widen the gender pay gap (H33-34, H37-H39). 
To conclude, there are several findings that do not corroborate previous findings concerning the tourism 
sector, particularly in relation to travel businesses. It seems that the travel sector offers more favourable 
conditions than hotels or the larger tourism sectors typically analysed, e.g. F&B. This may be a result of 
travel businesses requiring a more skilled workforce. In travel businesses, contracts are more stable than 
in the economy as a whole, and women have more contractual stability than men. Albeit graduates are not 
rewarded accordingly, travel workers’ educational profile is higher, there are many skilled and high-skilled 
jobs, part-time work is less widespread than in the economy as a whole, working hours are shorter and 
travel employees are paid above the average. In addition, the unadjusted pay gap is narrower in the travel 
sector than in the other sectors analysed, and the results obtained suggest that discrimination is more 
entrenched in the hotel sector than in travel businesses. The only aspect where the travel industry seems 
to be comparatively less favourable is related with the gender pay gap among senior managers, which is 
wider than in the remaining sectors analysed. Female senior managers in travel agencies and tour 
operators are particularly underrepresented in the upper salary echelons. 
Moreover, direct pay discrimination seems to be less important in tourism than in the rest of the economy. 
This was also the conclusion of Santos and Varejão (2007) and Muñoz-Bullón (2009). Studies reviewed in 
3.3 were deeply critical of working conditions in the tourism sector. Therefore, we are inclined to agree 
with Santos and Varejão (2007) when they argue that there is no reason to believe that there is less 
discrimination in the tourism sector and that employers reward workers more equally than employers 
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elsewhere in the economy. The plausible explanation advanced by these authors was that minimum wage 
legislation might explain these results, since minimum wage leaves less room for discrimination in low-
wage industries and among low-wage workers, as is the case of tourism.  
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CHAPTER 7 Women Managers’ Experiences in the Tourism Sector: 
Qualitative Approach 
7.1 Introduction 
The present study aims to investigate how women reach top-level management positions in the tourism 
sector, and how they are affected by gendering processes in the different contexts of their lives. The 
quantitative analysis presented in the previous chapter provides an overall picture of gendered aspects in 
tourism employment and indicates the extent of inequalities. However, if the present study was limited to 
this approach, women’s voices would remain unheard. Therefore, a mixed methods research approach 
was used. The qualitative approach presented and discussed in this chapter aims to contribute to a 
deeper understanding of the research problems by adding the personal story to the overall picture 
(Hodgkin, 2008). 
This chapter analyses how women top-level managers in hotels, travel agencies and tour operators make 
sense of their experiences. Semi-structured in-depth interviews were carried out in an attempt to capture 
and understand these women’s opinions, attitudes and values. This study begins with a presentation of 
the research participants and an overall characterisation of their career and educational paths, previous 
work experiences, and reasons for working in the tourism sector (Section 7.2). After that, their discourses 
about their career paths are analysed, with a focus on facilitators and enablers of success, key moments, 
difficult moments and obstacles (Section 7.3). 
In Section 7.4, gendering processes in participants’ current and previous organisations are analysed, 
reflecting to some extent Acker’s framework (previously analysed in Section 3.4.3). Firstly, gendered 
practices and structures are investigated, namely the division of labour along gender lines, and gendered 
organising processes and practices. Secondly, gendered organisational cultures are analysed, and their 
positive and negative aspects are pinpointed and discussed. Thirdly, gendered interactions are explored, 
including gender micro-aggressions, sexuality, networks and mentor relationships. Fourthly, the internal 
gender constructions of women are analysed. Fifthly, three cross-cutting topics which spread across more 
than one set of gendering processes are analysed: ‘pregnancy’, ‘the importance of a critical mass of 
women’ and ‘availability’. At the end, women’s perceptions and experiences of overt and hidden 
discrimination are examined with basis on the gendering processes identified. 
Research on gender and organisation has claimed that family and the work organisation are not totally 
separate spheres, since the traditional division of labour at home perpetuates gender divisions and 
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inequalities in the organisation by perpetuating certain images of masculinity and femininity (Acker, 1998, 
2012). Hence, research participants’ family context is analysed in Section 7.5. Difficulties in work-family 
balance are investigated and the direction of the conflict is taken into account (work  family or family  
work conflict). The strategies adopted to balance both spheres of life are also discussed. The role of 
informants’ husbands or partners as a source of either support or conflict in their lives is also investigated, 
as well as the division of tasks at home. Finally, women’s perceptions concerning the evolution of 
mentalities and men’s involvement involvement in household and care-related tasks is evaluated. 
The following section (Section 7.6) focuses on interviewees’ multiple ways of ‘doing gender’ and gendered 
constructions of management and leadership. Research participants’ definitions of ‘good leadership’ and 
their descriptions of their own leadership styles are analysed, and the presence of masculinities and 
femininities in these definitions are explored. After that, interviewees’ beliefs about the existence of 
differences between male and female leaders are investigated. Finally, Mavin and Grandy’s (2012) 
conceptualisation of ‘doing gender well’ and ‘doing gender differently’ is used in order to understand how 
women confirm and/or challenge gender role expectations, as well as gendered ‘malestream’ 
constructions of management. 
Section 7.7 concerns future perspectives. Firstly, women’s plans for the future are analysed, at both the 
career and family levels. Secondly, research participants are inquired about what could be done towards 
gender equality, so that more women reach the top of organisations in the tourism field in the future. 
Women’s suggestions encompass the state level, the organisational level and the individual level.  
Finally, the last section of this chapter it is analysed to what extent tourism is a ‘women-friendly’ industry, 
and to what extent it is an industry that reinforces gendered patterns of employment (Section 7.8.2). 
7.2 The Research Participants  
Twenty-four women managers were interviewed in the empirical part of this study. The list of research 
participants and their corresponding fictitious names are listed in Appendix 60, and participants’ 
demographics are presented in Appendix 61. More information could have been added to these tables, but 
the researcher decided not to do so, in order to preserve the anonymity of the research participants. Given 
the uniqueness of the experiences of some of these interviewees, they could be recognised, even if their 
real names were not used.  
Of the 24 women interviewed, 13 belong to the hotel sector and 11 to the travel sector. More than half of 
the research participants are either from Lisbon (eight) or from Algarve (seven). From the remaining 
participants, four are from the Centre, four from the North and one from Alentejo. Half of the interviewees 
are in the 35-44 year old range. The second largest group of participants fall in the 55 to 64 age group. 
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From the 24 women interviewed, it is observed that interviewees from the travel sector are older than the 
ones from the hotel sector. Half of the participants are entrepreneurs.  
The majority of the research participants have higher education degrees, with just a third of participants 
not having any tourism-related degree. It is noteworthy that all hotel employees have tourism degrees, 
while none of the hotel entrepreneurs has a degree in tourism. Nine interviewees had some study or work 
experience abroad, namely at the beginning of their careers. 
Some informants have more than one business or occupation. For four interviewees, tourism is their main 
occupation, but they are involved in other tourism-related activities or own more than one tourism 
business. Two interviewees are also teachers in the tourism field, one in a vocational secondary school, 
and the other at the university level. The latter also owns a network of travel agencies. There is another 
woman manager who, besides having her own travel agency, also serves on the board of a network of 
travel agencies. Another participant has her own business in the tourism area besides being a hotel 
manager, but in this investigation, more focus is given to her experience as a hotel manager.  
For two of the interviewees, tourism is not their main occupation. One of these women owns another 
company in a different field, while the other is a head nurse who is about to retire. Finally, one participant 
owns a travel agency but also does some sporadic work as statutory auditor.  
Several studies have concluded that the persistent traditional patterns concerning gender stratification 
within the family and the challenge of conciliating multiple roles are some of the factors that prevent 
gender equality in employment (Pfau-Effinger, 2002; Jacqueline Scott et al., 2010b). This justifies the need 
to analyse and understand women’s family situations. Most of the interviewees are married (ten women). 
The second largest group is that of interviewees who are divorced (six women). All the interviewees who 
are divorced are above the age of 38. Four participants live with their partner (in cohabitation) and four are 
single. The women who live with their partners without being married are among the youngest, i.e. fall in 
the age ranges of 25-34 and 35-44. It is also observed that in the travel business sample, there are more 
married women, while in the hotel sector sample there are more women who are single or in cohabitation. 
A possible explanation for this could be that the research participants from travel businesses are older. 
The majority of informants have children (17 women), and most of them have children below 12 years old 
(12 women). Two of the childless women would like to become mothers in the future. Only one of the 
married women does not have any children. Two of the divorced women have young children, while the 
remaining divorced women have either adult children or no children. Of the women who live in 
cohabitation, three have children, and one would like to have children in the future. 
In the next section, research participants’ career paths are outlined. 
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7.2.1 Outlining women’s career paths 
There are three main ways to reach the top: by having linear career paths in the same company, by 
rotating jobs across companies or by becoming entrepreneurs. In the first and the second case, all the 
women interviewed were in organisations that were male-dominated at the top, while in the third case 
interviewees themselves were at the top of their small-sized businesses. Most research participants 
combined more than one type of career progression. 
 
Figure 7.1 Research participants' main type of career paths 
Source: developed by the author 
Only three research participants reached the top by ‘climbing the career ladder’, i.e. by having a traditional 
linear career in the same company. They started working for the present company right after their 
internships or their first year of work experience. Most participants’ career paths are a result of a 
combination of promotions and vertical progression in the same company with job rotation across 
companies. Having a wide network of contacts facilitated women’s non-linear career advancement to other 
companies. Half of the informants reached their current position by being promoted, the other half were 
working for other companies when they were recruited for their present position.  
Only two interviewees were in management positions practically from the start of their careers. Most 
women started in non-management positions, sometimes in low-level occupations. The most frequent first 
jobs of the informants were travel clerks, sales promoters, receptionists or some even started as 
waitresses in different companies. Participants from the hotel sector were more likely to have a steeper 
career path. Some participants performed all types of tasks inside the hotel before progressing to 
management positions and, in smaller or family units, managers still perform these tasks when needed.  
Half of the interviewees work in their own businesses. The pattern observed in the sample of women 
interviewed is that there are more entrepreneurs in travel agencies than in hotels. There are three 
entrepreneurs in family hotels, one in a non-family hotel and eight in non-family businesses in the travel 
Linear career path 
(same company)
Entrepreneurship 
(from scratch or 
family business)
Job rotation 
(across 
companies)
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sector. The fact that opening a hotel requires more investment in terms of infrastructures and human 
resources than opening a travel agency might explain why most hotel entrepreneurs are in family hotels, 
while most travel sector entrepreneurs started their businesses from scratch.  
While several interviewees worked for other companies prior to opening their own business, most became 
entrepreneurs without having any previous experience in the field. This was especially true for women who 
entered family businesses. The female entrepreneurs who did have previous experience in the tourism 
sector, had accumulated diverse work experiences, including international experience. Three of these 
women had a tourism degree, and two had no degree at all. The women who had a degree started a 
business alone; the two women who had no degree started their own travel agencies with other business 
partners they met in the organisation they previously worked for. Out of twelve female entrepreneurs, 
seven had no previous experience in the area and no tourism education prior to starting their own 
business. From these women, three worked for a family business and two started a travel agency because 
they thought it would be more enjoyable than their former job.  
Cláudia managed several family businesses, and the hotel was one of them. Sara and Andreia worked 
exclusively for their family hotels. Beatriz started by helping her family business because they were 
experiencing financial problems, but then she became motivated and started working full-time in the 
family-run travel agency. After making the business thrive, she accepted a proposal to sell the travel 
agency to an international company, who hired her as general manager of the business. In this sense, 
Beatriz has taken the reverse career path to most other research participants, who started as employees 
and then opened their own businesses.  
Two women, Paula and Tânia, opened their travel agencies because they considered tourism to be an 
enjoyable area of work. The travel agency was a hobby for Paula. She will soon retire from being a nurse 
and dedicate more hours to the business. For Tânia, the travel agency was an alternative to her career as 
senior manager in a different field. Both started their own travel agencies with other business partners. In 
Paula’s case, her business partner had previous experience in the field, but in Tânia’s case her partners 
had no experience in travel agencies. 
Regarding the other two remaining entrepreneurs, Sofia first started a travel agency with a business 
partner and then opened her current business by herself. Diana started with a small accommodation unit 
and then opened a hotel all by herself despite having no previous experience or formal qualifications in the 
field. 
From the women’s narratives, it is evident that entrepreneurs have a similar workload to employees. 
Therefore, it is not likely that women opened their own businesses in order to avoid a heavy workload or 
because they were unable to cope with a heavy workload as employees, because entrepreneurs also 
268 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
have a heavy workload. However, Laura and Tânia claim that as entrepreneurs they have greater flexibility 
to determine their working hours. 
There is not much evidence that women became entrepreneurs as a response to gendered barriers 
encountered in organisations. There was only one case of a woman who left her previous company and 
started her own business in part because, according to her, male culture was ingrained in the company 
(See Section 7.2.2). 
7.2.2 Reasons for leaving previous jobs or businesses 
This section analyses the reasons that led women to move from one job to another and/or to leave their 
previous jobs to start their own businesses. In this section, we borrow the concept of pull and push factors 
most commonly used in entrepreneurship literature to describe motivations to enter entrepreneurship, in 
order to characterise the motivations female participants cite for either moving jobs or opening their own 
business.  
Kirkwood (2009) identified four key drivers of entrepreneurial activity in the literature on entrepreneurship: 
a desire for independence; monetary motivations; work-related motivations (e.g. unemployment, 
redundancy or lack of career prospects); and family-related motivations. Whilst the first two motivations 
can be classified as ‘pull’ factors, the latter two are known as ‘push’ factors (Kirkwood, 2009). The division 
into push and pull factors is used here in order to understand women’s ‘pull’ motivations for leaving their 
previous jobs and either moving to a new company (and remain as employees) or ‘push’ motivations for 
starting their own businesses (and become entrepreneurs). 
The most frequent reasons cited by participants for moving from one job to another are related to being 
offered opportunities, invitations and new challenges, which encourage women to leave their jobs and to 
grab a new opportunity. This suggests that women are more likely to change jobs due to ‘pull’ factors than 
to ‘push’ factors. Only one woman mentioned that she started working for a travel agency because she 
was tired of being a travel guide. Two interviewees also mentioned what could be considered as a push 
factor, i.e. geographical reasons, but these are not directly associated with characteristics of the job or the 
workplace.  
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Table 7.1 Motivations for leaving previous job and either moving to another job in a different company or starting one's 
own business, by type of motivation 
 Moving from one job to another Creating one’s own business 
Pull (positive) 
 
 New challenge, opportunity, 
invitation  
 Identification of a business opportunity (e.g. lack of tailored 
services in the market) 
 Exploration of new concepts and utilisation of previous 
experience 
 Making a career leap  
Push 
(negative) 
 Demotivation in previous job 
 Geographical reasons (joining 
husband who worked in another 
region; avoiding commuting 
which was incompatible with 
studies) 
 Dissatisfaction in previous job 
 Financial problems in previous company, risk of closing 
 Conflicts within previous organisation 
 Masculine environment and unpleasant tasks if she 
advanced further in the company 
 Desire to have children and maintain a work-life balance 
 Desire to have less work-related travels 
Source: developed by the author 
 
Some entrepreneurs also mentioned ‘pull’ factors as determinants in their decision to start their own 
company, for example, the desire to explore new concepts or a business opportunity, or to utilise their 
experience to make ‘the leap’. 
However, most entrepreneurs started their own business for negative reasons or ‘push factors’ and not for 
positive reasons or ‘pull factors’. Some women unveiled that they were not motivated in their previous job 
or that they became weary of it. One of the reasons why Tânia left a senior manager position in another 
filed was because she wanted to work in a more enjoyable area, and was also tired of dealing with 
numbers. Besides, she felt discouraged from advancing further in the firm due to the existence of a male 
culture at the top. Although she felt that she could have climbed the career ladder and that her career 
development was not ‘blocked’, she would be assigned tasks she disliked and would have to deal with a 
strongly male environment if she wanted to climb the career ladder at that firm. Moreover, she wanted to 
start a family and have children, and she felt that it would not be possible to have a balanced life if she 
stayed in the company, since those who advanced in the company struggled with lack of flexibility and 
very long working hours.  
This is an example of how prevailing assumptions of an ‘unencumbered’ worker (Acker, 2009, 2012) 
constrain women’s career options and influence their decisions. Even when there is no apparent 
discrimination, certain practices constitute obstacles for women’s advancement, e.g. lack of flexibility or 
requirement for long hours and physical presence at the workplace. The image of an ideal worker without 
any family commitments underlies such practices and ways of organising. 
One of the reasons why Laura started her own business was because she wanted to travel less and have 
a better balance between family and work commitments. Cristina, on the other hand, wanted to be more 
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involved in decision-making and be able to do things differently instead of simply following orders. Her 
vertical mobility in the previous firm she worked for was blocked, so she decided to become an 
entrepreneur and open her own travel agency, together with some business partners. 
Four women mentioned that they became entrepreneurs because their previous companies closed or 
were facing financial problems. Natália decided to open her own travel agency because she disliked the 
work environment in the remaining travel agencies. Maria had conflicts with the organisation she worked 
for. When she decided to leave and open her own business, many clients followed her. 
The above findings suggest that becoming an entrepreneur was not the first choice for most of these 
women. However, this does not mean that they are not motivated and fulfilled as entrepreneurs. On the 
contrary, their commitment levels to their businesses are very noticeable and most of them express their 
dedication and passion for what they do. 
No woman mentioned increased profit as a motivation to becoming an entrepreneur or changing jobs, but 
it is plausible that this factor was considered. In fact, some women made career decisions that resulted in 
a decrease in their earnings, but none of them regretted these decisions. 
7.2.3 Reasons for working in the tourism sector 
When asked about why they work in the tourism sector, research participants pointed out a number of 
reasons (Figure 7.2). Most interviewees answered that tourism was the area of their choice and liking. For 
instance, tourism had always been Maria’s field of passion because she grew up in a tourist area, while 
Ana decided to pursue a hospitality degree because she had always been fond of hotels. 
 
 
Figure 7.2 Reasons for working in the tourism sector 
Source: developed by the author 
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As for Margarida, she gave up her law degree because she wanted to work on something more practical 
and she has never regretted switching degrees: ‘it’s a pleasure to come to work. I couldn’t imagine doing 
anything else’. 
As mentioned previously (Section 7.2.1), Tânia and Paula started their travel agencies because they liked 
travelling and considered tourism an enjoyable area to work in. For Paula, the travel agency is like a 
hobby or a therapy that helps to clear her mind from the work at the hospital, ‘since people come here 
thinking of holidays and pleasant things’. As mentioned in the previous section, Tânia was tired of her 
previous job. She has ‘no desire at all to return to that area’, since she prefers planning dream holidays 
and dealing with clients during their happy moments. Moreover, Tânia saw a business opportunity due to 
the lack of tailored services in the tourism market. 
Cláudia, Rita and Beatriz also fell in love with tourism, though it was not their initial field of choice. They 
started working in this area by chance. Cláudia, for whom the hotel is only her second occupation, 
confessed that she would rather follow a career in a different sector of tourism, that of cruises, if she had 
the possibility of going back in time. Rita followed the tourism path, but she only entered her tourism 
degree because her grade average was not enough to enter the degree she initially wanted. However, she 
became enthusiastic about the degree and decided to finish it. Nowadays, she considers herself 
passionate about her work. Similarly, Beatriz adds: ‘once you get the tourism bug, it’s hard to stop 
dedicating yourself to it, so at some point I decided to be 100% dedicated to this company’. 
Some other interviewees also entered the tourism sector by chance and not by choice. Some women did 
not have a degree or education in any specific field, so they say that the possibilities of entering tourism or 
any other area were similar. Cristina and Dulce started working in travel agencies and then decided to 
open their own businesses with other business partners. Diana started with a house that she rented and 
transformed into student housing. After improving the house, she realised that it was too comfortable for 
mere student housing. Therefore, she decided to start a service more similar to that of a hotel, with a 
customised service. The business grew along with her enthusiasm and passion, and eventually she 
opened a hotel. She considers herself passionate about her business. 
For other interviewees, geographical reasons were the most important factors for choosing the tourism 
area. Raquel and Graça are from the Algarve, so they chose tourism mostly because it is the most 
important economic activity in the region. Graça added that ‘it’s the only feasible economic area in our 
country’. However, Raquel only works in this sector ‘because she has to’. She was the only interviewee to 
express a dislike for working in the sector. Matilde entered the tourism sector because she and her 
husband moved to the Algarve, and she had the opportunity to start working there as assistant director at 
a hotel. 
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Other interviewees entered the tourism field because their family had a business in the sector and they 
were asked to get involved in the business, despite them all having studied different subjects. Most of 
them did not get involved in these businesses out of genuine choice. When they were asked to join, two 
were struggling to find good job opportunities in their fields of study, while others were pushed to engage 
in these businesses by family members. As time went by they gained affection for their businesses, and 
some even became passionate about them.  
7.2.4 The role of education 
Slightly more than half of the interviewees have tourism-related degrees. The most common degrees held 
by the research participants are Hotel Management and Tourism. Four of the interviewees studied abroad, 
two studied tourism related subjects, and two non-tourism related subjects. A third of the interviewees 
have pursued graduate degrees in tourism, such as Masters, MBAs and PhDs38. Most of the women who 
pursued graduate studies in tourism work as employees in comparatively larger companies. This suggests 
that tourism higher education is a valuable tool to achieve vertical mobility. The only exceptions of women 
who have graduate degrees in tourism but do not work in medium-sized or large companies, are Raquel, 
who is still at the beginning of her career and works for a small-sized business, and Maria, who owns a 
small-sized business. However, Maria is a prominent figure in the tourism sector and used to be an 
employee for several other companies prior to becoming an entrepreneur.  
Six of the interviewees have higher education degrees, but not in tourism specifically. Two interviewees 
whose educational background is outside the tourism field pursued hospitality management courses. 
While most of these women without a tourism degree run their own businesses, only two of them are 
employees and work for large companies. However, one of these women started as an entrepreneur, 
before becoming an employee for the large company that acquired her travel agency.  
Only two of the interviewees have no higher education studies, either inside or outside the tourism area. 
Both are entrepreneurs. In Diana’s situation, it is clear that opening a tourism business was crucial for her 
class mobility, since without attending higher education or any previous experience in the field, it would 
have probably been particularly hard for her to climb the career ladder. These findings suggest that 
tourism entrepreneurship can offer the chance for women who do not have an academic education, to 
have a career.  
On the one hand, the interviewees who continue to work as employees are more likely to have invested in 
graduate education. The question arises of whether an investment in further tourism education is a cause 
or a consequence of these women’s career progression. Whilst women were developing their careers, 
                                                          
38 In Portuguese, ‘graduate studies’ correspond to ‘pós-graduação’, ‘mestrado’ and ‘doutoramento’, while ‘undergraduate studies’ 
correspond to ‘bacharelato’ and ‘licenciatura’. 
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 273 
they invested in education which resulted in increasing the job opportunities available to them. Only three 
of the interviewees who followed a more typical career path did not have graduate studies in tourism. On 
the other hand, tourism entrepreneurship offers an opportunity to go beyond class. While it is not 
mandatory to have a tourism degree in order to create a successful business venture in the tourism sector, 
it is important to hold a tourism degree or at least a degree in another field in order to advance one’s 
career in the tourism industry. Most of the interviewees who have no higher education at all or who have a 
degree outside the tourism field are more likely to be entrepreneurs, which suggests that tourism 
entrepreneurship might to some extent ‘open doors’ to women. 
Besides higher education, the interviewees highlight the importance of other skills, namely of mastering 
foreign languages. Some are fluent in several languages. Two of the interviewees who work in the travel 
field mentioned the importance of being knowledgeable in geography. Some interviewees also mention 
the importance of further education and constant updating of knowledge. 
Most of the research participants consider that tourism and hospitality education is important in order to 
have a career in the field, as the narrated by participants: ‘it [a degree] is essential to advance’ (Sónia); 
‘degrees don’t make your career but they help’ (Luísa); ‘[higher education] opens the way…’ (Ana). For 
Margarida, education creates new opportunities that work experience does not. Therefore, they think that 
education is a valuable asset and that employers recognise their education as an asset to the company. 
A few women, particularly Graça and Rita, seem to consider their graduate studies more valuable than 
their undergraduate studies, since they are more specifically related to their areas of interest. For them, 
investing in further education was important not only because of the knowledge and tools gained, but also 
because of the opportunities for networking with colleagues who are active in the sector.  
For three of the interviewees, tourism education was important in terms of personal development, while 
three other interviewees think that the tourism degree gave them additional status and credibility. Having a 
degree is particularly important for first impression management. For Maria, diplomas work like medals. 
Degrees are important in order to impress, as well as to show one’s skills and competence: 
It brings all the advantage! Unless I have the medals on my shoulders and on my forehead, then they [other 
CEOs or business partners] don’t even look at me. (…) Sometimes I have meetings at the embassies, and 
they look at me like ‘Are you the secretary? Are you the cleaner?’ (…) So education (…) is one of the 
trumps you need to use. (…) Until they get to know you and your credibility, they don’t have any other way 
to know your competence (…) So the first thing they see is if you have a degree and your title. (Maria) 
She stresses that diplomas are more important for women’s credibility than for men’s, particularly at the 
beginning of the career, because in her opinion women need to prove themselves, while men are 
assumed to be competent until proven otherwise. However, not all interviewees consider that status is a 
valuable asset.  
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Despite recognising the importance of higher education, most interviewees consider that having a degree 
is not enough, since many important aspects are only learnt on the job and with experience. Moreover, 
some women express their discontentment with recent undergraduates and student interns, due to their 
lack of skills, wrong attitude, lack of maturity and high expectations concerning salaries. 
Other research participants mentioned that individual intrinsic characteristics such as personality, talent or 
sensitivity were more important than education, in order to work in tourism. Other characteristics that are 
valued are being patient and polite, having relationship skills and, in the travel sector, being able to create 
an interesting itinerary and having a traveller’s soul. Tânia believes that it is not necessary to have tourism 
education in order to manage a small travel agency. Teresa and Maria point out that there are many 
prominent figures in the field that have developed an outstanding career despite not having any formal 
education in tourism. 
However, most of the interviewees acknowledge that higher education degrees are important for 
intellectual development. Beatriz notices an enormous difference between the workers who have an 
academic background and those who do not have one. While acknowledging the importance of higher 
education, some consider that it does not have to be necessarily in the tourism area, since higher 
education in general develops students’ thinking and reasoning skills regardless of the field of knowledge. 
Moreover, some women point out that tourism undergraduates need training before they start working, just 
like all other employees. It is noteworthy that none of the interviewees who hold this view has a tourism 
degree. Two of the interviewees who do not have tourism education, Diana and Tânia, even highlight 
some advantages of not having an educational background in the tourism field, namely being more able to 
think ‘outside the box’. Diana even prefers teaching employees ‘to her taste’, as she says. Finally, it seems 
that tourism education is more valued by those who have tourism degrees than by those who have no 
tourism education. 
Some of the interviewees considered that tourism degrees are too theoretical. Laura totally dismisses the 
importance of her tourism higher degree mentioning that it was ‘absolutely useless’ for her career, a waste 
of money, and that the only positive aspect was the contact with colleagues who are nowadays hotel 
directors or are in other important positions. For her, experience is what counts, as well as starting one’s 
career at an early age. 
Almost half of the interviewees conciliated studies and work at some point in their careers. Three decided 
to start working while they were still studying, whereas others were already working in the field when they 
decided to invest in further education in the tourism area in order to boost their career opportunities. 
Margarida, who had been working outside Portugal, felt that graduating from a Portuguese university 
helped her to learn how the tourism sector operated in Portugal. The investment in further studies seems 
to have had a positive impact on these women’s careers. Luísa gave up a previous position as hotel 
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director, which involved commuting, in order to pursue her higher education studies. She took up a 
position with fewer responsibilities at an organisation that was closer to her place of residence, so that she 
could conciliate both the studies and work. Her investment in education seems to have paid off, since she 
considered that it ‘opened doors’ for her. 
Teresa, Sónia, Rita and Maria already had an established and solid career when they got enrolled in 
graduate studies. These were also the women that regarded investment in education as a crucial 
individual strategy for career advancement. When asked about individual strategies that women could 
follow in order to advance, Sónia mentioned ‘developing a sound career plan, and acquiring the skills that 
will allow you to get there safely’.  
Some interviewees highlighted the difficulties of balancing studies, career and, in one case, family life. In 
three cases, work-family conflict inhibited women from finishing their studies or pursuing further studies. 
Diana wanted to pursue her studies but could not go beyond mandatory education because she got 
pregnant at a very early age and had to start working. She tried to complete secondary education at night 
while she was working at a snack-bar, but she had to give up studying. However, she has since 
participated in several more practical tourism courses and has gained many certificates. As for Raquel, 
she interrupted her Master’s degree due to her pregnancy. Ana would like to pursue further higher 
education studies but with her work demands and a toddler, she has no availability for that. She hopes to 
be able to further her education when her daughter is older and more independent. 
When asked whether tourism degrees are valued by employers, interviewees’ opinions diverge. On the 
one hand, several interviewees agree that employers value tourism higher education. Graça points out 
that the degree is an ‘entry door’ into the area, and that it is easier for people who already have tourism 
education to enter the tourism area. Moreover, she considers that managing a hotel is very specific and 
different from managing any other type of business. Cristina believes that nowadays ‘it’s unthinkable to 
admit someone that does not come from a tourism school’. On the other hand, some research participants 
mention that it is not worth pursuing a higher education degree in tourism studies because the labour 
market does not value them as much as job experience. Dulce asserts that degrees are not valued in her 
company, because they are too theoretical and do not provide students with language skills. Sara thinks 
that the industry is not interested in paying higher salaries to employees with a tourism degree. Ana 
considers that employers value experience over having a Master’s degree or a PhD.  
It can be concluded that most research participants consider that higher education is an important asset. 
Our findings suggest that there is a tendency for women who pursue tourism higher education to value it 
more than the women who have no tourism education. Several interviewees consider that personal 
characteristics or work experience are more significant than having a tourism degree. However, tourism 
education, namely postgraduate study, seems to have been a strategy to advance many of the 
interviewees’ careers.  
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7.2.5 Overview 
Three main types of career paths were identified: linear paths; job rotation across companies; and 
entrepreneurship. Some women combined various types of career paths. Having a wide network of 
contacts facilitated career advancement in non-linear ways, in ways akin to Mooney’s (2014) boundaryless 
career model. This means that careers are not defined by present organisational boundaries, since 
individuals move from organisation to organisation without penalty, and contact networks independent of 
the current employer provide opportunities for career advancement (Mooney, 2014).  
Almost all the research participants who either had linear career paths or rotated across different 
companies have men above them in the hierarchy. While in some cases entrepreneurs got involved in 
family businesses (mostly family hotels), in other cases, they opened their own businesses (mostly travel 
agencies). Some of the entrepreneurs had previous experience in the tourism field but not all. The women 
who had no previous experience in the sector and no tourism education were more likely to have business 
partners or to be involved in a family business. Two women opened a travel agency because they 
considered that tourism was an enjoyable area.  
Careers in the hotel sector seem to be steeper than in travel businesses, in the sense that women in this 
sector are more likely to have started in hierarchically lower positions, while in travel agencies and tour 
operators career paths are not as steep. Several women started their careers in relatively low positions 
but, in the meanwhile, they have advanced in their career by rotating across different companies. 
While entrepreneurship is mostly a result of either entering a family business or of ‘push’ factors39 (e.g. 
financial problems or conflicts in their previous company, masculine environment…), working as an 
employee is more likely to be the first choice of interviewees. Hence, rotating jobs across different 
organisations is more likely to be a consequence of ‘pull’ factors (e.g. challenges and invitations) than 
entrepreneurship. Although entrepreneurship seems to have been a response to negative though not 
necessarily gendered aspects in their previous companies, they felt motivated and fulfilled as 
entrepreneurs. However, regardless of whether they are entrepreneurs or employees, fondness for work is 
visible in almost all interviewees’ discourses, even when work also implies sacrifices and stress.  
In fact, it is notable how their love of work and of doing a good job pervades most women’s discourses, 
with some exceptions. In fact, when asked about why they chose to work in the tourism sector, most 
women answered that tourism was their area of liking and preference. Some women told that they were 
‘passionate’ for their jobs, while others came from outside the tourism sector and opened their travel 
agencies because they considered that tourism is an enjoyable area. Even those women who did not start 
                                                          
39 As already mentioned, these terms were borrowed and adapted from entrepreneurship literature (Kirkwood, 2009). 
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in the sector out of this intrinsic motivation but for other extrinsic motivations (i.e. geographical reasons; 
family business, chance…) ended up ‘falling in love’ with the sector.  
Almost all research participants have a higher education degree, and more than half of these women have 
a tourism-related degree. The role of tourism education is more appreciated by women who pursued 
tourism degrees, while those who did not pursue tourism education do not assign much value to it, and do 
not think it is important or necessary to work in the tourism sector. They highlight more the importance of 
experience or certain intrinsic characteristics. Women who invested in graduation studies are more likely 
to have advanced the most in their careers. In addition, it seems that tourism entrepreneurship ‘opens 
doors’ to women without a higher education degree. Still, the idea of education as a career lever for 
women (R. Crompton & Anderson, 1992) is confirmed in both the quantitative and the qualitative parts of 
the study. In the quantitative study, women’s investment in education was very visible, particularly at the 
senior management level. In the qualitative study, it was also concluded that many research participants 
had significantly invested in education, and some underlined the important role of education for career 
advancement, particularly for women, since it is a way of showing their competence.  
7.3 Women Managers’ Discourses about their Career Paths 
In this section, women’s discourses about their career paths are analysed, with a focus on facilitators and 
enablers of success, key moments, difficult moments and obstacles. This way, women’s interpretations of 
their own career paths are brought to the centre stage. 
7.3.1 Facilitators and enablers of success 
The main success factors identified in the literature on women managers in tourism (Section 4.7.1.4) were 
individual ones, namely hard work, long hours, job knowledge, education and formal qualification.The 
research participants were asked about the main factors that had facilitated their career success. Although 
most women mention other facilitators/enablers throughout the interviews, they highlight mostly individual 
factors when answering this question:  
Career progression depends essentially on oneself, doesn’t it, but also on how one manages opportunities. 
Sometimes things happen because the opportunity is there. (Helena) 
Within individual factors, hard work and effort are the enablers most frequently underlined by the 
interviewees. Teresa also mentions being demanding with herself, while Luísa, who does not have 
children, points out the importance of her ‘total availability’ and ambition. Other interviewees highlight 
dedication and love for their work. Some interviewees mention the importance of humility, while others 
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stressed the importance of self-confidence. Other women underline, among other aspects, the role of 
intrinsic characteristics, such as talent and ability, or having the soul of a traveller.  
Maria and Sónia highlight the role of education in their careers. For Sónia, investing in education 
throughout her career helped her to reach her goals and keep herself up to date. Maria also claims her 
investment in education contributed to her career success, but more in terms of it raising her credibility. 
Raquel mentions the willingness to learn, while Natália points out her language skills as an enabler of 
career success. 
Some women also highlight the importance of certain career choices: taking risks, ‘making the leap’ and 
not being afraid of challenges, (Graça, Maria and Cristina); making the right choices and managing 
opportunities (Dulce and Helena); embracing challenges in other organisations as a response to the lack 
of vacancies for top management positions in one’s company (Francisca); starting one’s career at a young 
age (Laura); and accumulating a wide range of experiences in different areas of the tourism sector 
(Maria). 
Only four women mention facilitators in their organisations. Helena, Teresa, Rita and Matilde describe 
important promotions and opportunities within their current organisations or previous organisations, but 
some stress that they only had these opportunities in the first place because of their effort and 
competence. 
Some interviewees state the importance of enablers in their family lives. Whereas Maria highlights how 
being organised and attaining a good work-family balance is important for her career success, Matilde and 
Rita underline the important role of their husbands in their careers. In both cases, they are double-
breadwinner couples, yet their husbands had a greater share of household and childcare responsibilities 
since they either had more flexible or less career-oriented jobs (See Section 7.5.6.1). 
Teresa mentions the importance of living abroad, and that her career path would have been completely 
different had she always worked in Portugal. For Maria, her experience abroad was also an important 
facilitator, since it widened her network of contacts.  
In the case of the entrepreneurs, their individual success cannot be separated from the success of their 
businesses. Therefore, the factors mentioned by them were simultaneously enablers of their own career 
success and that of their businesses: an ethical stance towards clients and suppliers (Natália), honesty 
and provision of quality services (Beatriz), besides dedication and hard work. 
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7.3.2 Key moments 
The moments that the interviewees highlight as ‘key moments’ in their careers are more related with 
seizing opportunities or with opening their own businesses, than with promotions in their organisations. 
For many of the research participants, these key moments also implied accepting challenges, taking risks 
or facing difficult moments. 
Some research participants mention having ‘grabbed’ opportunities as the key moments in their careers. 
These opportunities that they highlight are mostly challenging invitations from outside the organisations 
they were working for. In some cases, grabbing these opportunities implied taking risks and accepting 
challenges, such as selling one’s business to a large group and becoming a general manager there, or 
abandoning a successful career in a large international chain to become the manager of a small unit. In 
fact, Ana highlights the importance of taking risks and accepting challenges: ‘key moments are related 
with our openness and availability to take risks’. 
Other women were also adventurous and took risks in the sense that that they made career decisions that 
implied a decrease in their earnings, e.g. because they were motivated by the challenge (Natália, Maria), 
had a desire to learn more (Laura), or there was the prospect of a better work-life balance and more 
enjoyable tasks (Tânia). 
According to Beatriz, ‘when there are obstacles, when there are crises, you have to be open, adapt 
yourself to the circumstances and be flexible, because crisis is opportunity’. In fact, some women 
associate key moments with difficult moments: accepting a new position that implied moving across the 
country; gaining endurance as an unexperienced waitress supervising a team with more experience than 
her; or achieving good results as part of the restructuring team of a company with heavy financial 
problems. For Beatriz, selling her travel agency (‘her baby’) was a hard but crucial decision for her career 
success. 
For the research participants who are entrepreneurs, opening their own business was a key moment in 
their careers. Tânia points out several key moments in her career, but opening her travel agency was the 
most important one for her. Cláudia mentions ‘making a gentlemen’s agreement’ with her father: they 
agreed that after she finished her studies abroad, she would come back to Portugal, get involved in the 
family businesses, in particular the hotel, and start a business with her brother. 
Other research participants indicate other key moments related to being successful and achieving good 
results, such as being awarded prizes for work achievements (Sónia) or the hotel gaining a star (Andreia). 
However, Tânia also mentions the importance of small moments, such as her clients’ satisfaction with the 
trips. 
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For Cláudia and Margarida, their experiences of studying and working abroad were crucial. Margarida also 
highlighted the importance of her first experience in a management position when she returned to 
Portugal.  
According to the interviewees, key moments are more related with moving to another company or 
challenges than with being promoted. Only three women highlight promotions as key career moments. 
Still, for Tânia, opening her own travel agency was a moment of greater importance. While promotions are 
continuation moments, the research participants seem to value more moments of disruption, i.e. seizing 
an opportunity in a different company, starting their own business, or making decisions that imply risks or 
challenge. Most research participants are passionate, and it seems that being adventurous is a way of 
maintaining the passion for their work alive.  
7.3.3 Difficult moments and obstacles  
During the interviews, the research participants were asked to indicate difficult moments and obstacles in 
their careers. The difference between ‘difficult moments’ and ‘obstacles’ had not been considered until 
interviews were analysed in detail. In fact, when analysing the interviewees’ answers, it became important 
to distinguish between the concepts ‘obstacles’ and ‘difficult moments’. While ‘obstacles’ have a direct 
negative impact on career advancement, ‘difficult moments’ do not have such a direct effect. In some 
instances, they may even be opportunities in disguise. In other situations, they play a neutral role in terms 
of career advancement.
Some of the aspects mentioned in this section are related with gender (e.g. prejudice against women; 
demand for availability; work-family clash), others are not (e.g. difficult decisions; conflicts with the 
business partners). It is noteworthy that all career obstacles identified are to some extent gendered, but 
not the difficult moments.  
Some research participants claim that one of the greatest career obstacles is the prejudice that women 
are less competent or less fit for management positions (Figure 7.3): 
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Figure 7.3 Career obstacle: Prejudice 
Source: developed by the author 
When Dulce was asked about barriers she faced on her way to the top, she answered: 
For me there are no barriers, only difficulties that should be regarded as challenges and overcome. (Dulce) 
However, when asked about the obstacles that affect women’s career development in the tourism sector, 
Dulce answers that the demand for availability is the greatest career obstacle in the tourism sector. This 
demand for availability clashes with other spheres of women’s lives. Several research participants refer 
that the most difficult moments in their careers resulted from work-family conflict, particularly in relation to 
pregnancy and nursing periods (Figure 7.4): 
 
 
Figure 7.4 Career obstacle/ difficult moment: Work-family balance/ conflict (availability, pregnancy, nursing) 
(* Pregnancy-related stories described in Section 7.4.5.1). 
Source: developed by the author 
Sónia
• considers that 
managing work-family 
balance was one of 
the most demanding 
aspects, but believes 
that the results were 
positive
Rita*
• decided to split her 
maternal leave and 
interrupt breast-
feeding because it 
coincided with the 
company’s high 
season, but still 
shows persisting 
feelings of guilt and 
even regret for her 
decision
Matilde*
• was bullied by one of 
her supervisors while 
she was pregnant. 
She feared for her 
baby’s and her own 
health
Ana*
• was under pressure to 
finish her maternity 
leave sooner
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Some testimonies shows how being very young and inexperienced can be an obstacle, and how the 
intersection of gender and age has an impact on power relations. Young women in power positions are 
more likely to see their authority defied and resisted, even those who work in their family’s businesses 
(Figure 7.5): 
 
Figure 7.5 Career obstacle: Being a young and inexperienced woman 
Source: developed by the author 
 
Not all difficult moments highlighted by the research participants are related with gender. Some mention 
stressing moments related with the work tasks as the most difficult moments in their careers. Laura had to 
substitute a colleague and escort a group in a destination that she did not know. It was very hard for her to 
deal with these people for two weeks. Tânia had to help to evacuate her clients from an island when there 
was a hurricane in Australia. She also mentioned the difficulty of answering to clients or suppliers on time, 
as well as managing the great amount of work. 
For Cristina, the most difficult moments in her career were related with her business partners quitting, 
leaving her alone in the company. She was 18 months alone in the travel agency until she found new 
business partners. 
In some cases, difficult moments were also a challenge and had a positive outcome in the end. Some of 
these moments were related with the key moments analysed in the previous section (7.3.2). These 
moments were difficult because they implied dealing with changes, taking risks and making decisions that 
would have a great impact in their lives (Figure 7.6): 
Cláudia
• At the beginning of her career, 
being young resulted in 
reduced credibility with her 
employees and when dealing 
with banking institutions. 
However, her brother, who was 
even younger than her, was 
more respected than she was, 
because ‘a man is a man’. Still, 
he did not escape the label of 
‘spoiled child’ (‘filhinhos do 
papá’) either, even though both 
of them had work experience in 
all departments of their family 
businesses, from the bottom to 
the top.
Raquel
• When Raquel was in her mid-
twenties, she was supervising 
the whole team, including 
people who had already been 
working for that hotel for 
decades. Employees showed a 
lot of resistance to the changes 
she tried to implement, and 
some even refused to follow 
her orders, alleging that ‘this 
was never done like this’, and 
made her life at the company 
hard.
Helena
• When she had her first 
supervisory position as a head 
receptionist in a hotel, she 
found much resistance to the 
implementation of new 
procedures, although she 
considers that this was more 
due to being young than to 
being a woman. 
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Figure 7.6 Difficult moments associated with challenges and positive outcomes identified by the interviewees 
Source: developed by the author 
7.3.4 Overview and discussion 
The women interviewed regard their career as a product of their own effort, hard work and competence, 
but also of their dedication and love for their jobs, and some also pointed out the importance of education. 
They valued individual factors the most, while organisational and family facilitators were given less 
emphasis. Most women regard the opportunities they had because of their competence. Women’s 
discourses suggest that most interviewees place the key for career success in their own hands. They 
regard their own success as depending on themselves (i.e. intrinsic characteristics, skills, competence and 
effort) and not on other external factors.  
However, some interviewees did point out the importance of organisational factors. For some 
interviewees, managing opportunities and making the right choices was given more focus than the fact 
that they had these opportunities in the first place, while others emphasises that these opportunities were 
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a product of their effort. This is a sign that they value more their agency and competence over having had 
opportunities.  
Only two women pointed out that they would not have been able to develop their careers without their 
husbands’ support. It would have been interesting to interview male managers and analyse whether they 
would highlight the role of their wives in a similar way, or if they would consider their wives’ contributions 
as a fulfilment of their ‘natural’ mother and wife roles.  
The moments that women considered more crucial in their careers are more associated with accepting 
challenges, taking risks, or opening their own businesses. Although some women indicated promotions, 
most gave more importance to challenging moments that implied more profound changes in their lives, 
than to moments of continuity. This might either signal a more adventurous tendency of the interviewees, 
or that most did not have many promotions within the same company, and that their career progression 
was more the result of job rotation and accepting challenges than of climbing the career ladder. In some 
cases, it is visible that some women have traded prominent positions in their previous companies for risky 
challenges. These women considered that it is important to take risks, be adventurous, and accept 
challenges to maintain the passion and skip monotony. Taking risks seems to have been crucial for the 
career advancement of some of the interviewees.  
The most difficult career moments highlighted by research participants are related with gendered 
obstacles, such as prejudice or discrimination during pregnancy. A few women indicate non-gendered 
difficult moments such as stressing moments related with the work tasks or business partners leaving 
them alone in the company. Still, most non-gendered difficult moments mentioned are not career 
obstacles in the sense of being impediments to career development and progression, but key moments 
that implied making difficult decisions. 
The facilitators/ enablers, key moments and obstacles/ difficult moments identified by the research 
participants in their career paths are summarised in Figure 7.7. The shaded shapes highlight the aspects 
that participants consider more relevant. 
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Figure 7.7 Facilitators/enablers, key moments and obstacles/difficult moments identified by the research participants in 
their career paths 
Source: developed by the author 
7.4 Gendering Processes and Discrimination in Organisations 
This section focuses on research participants’ experiences in their current and previous organisations. 
Some aspects of these organisations are analysed and discussed, with a focus on gendering processes 
and discriminatory behaviour. Acker’s (1990, 1992, 1998, 2006, 2009, 2012) framework of gendering 
processes and inequality regimes (presented in Section 3.4.3) was useful for organising and systematising 
the themes identified during the analysis of the interviews. Given the intricacy of Acker’s theorising, Dye’s 
(2006) interpretations of Acker’s work were also considered here.  
Hence, four main sets of gendering processes are discussed: gendering practices, structures and 
divisions of labour (Section 7.4.1); gendering cultures (Section 7.4.2); gendering interactions (Section 
7.4.3); and internal gender constructions (Section 7.4.4). The purpose here is not to rigidly follow Acker’s 
framework, but mostly to describe women’s experiences and careers in gendered organisations from a 
gender-aware perspective. Since some cross-cutting themes are visible across several sets of gendering 
processes, they are analysed separately, and it is discussed in which ways they reflect the intertwinement 
Facilitators/ 
Enablers
Individual
• effort, hard work
• competence
• dedication, love
• education
Organisational
• promotions and opportunities 
(and making the right choices 
about them)
Family
• husband's support
Key moments
Disruption
• risky challenges
• difficult decisions
• starting own business
Continuity
• promotions within their 
companies
• achieving good results
• being awarded prizes
Difficult moments/ 
Obstacles
Gendered obstacles
• prejudice
• pregnancy-related obstacles
• demand for availability
• being young and a woman 
Non-gendered difficult 
moments
• making difficult and 
challenging decisions
• stressing moments
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of gendering processes (Section 7.4.5). In Section 7.4.6, women’s experiences and perceptions of overt 
and hidden discrimination are examined with basis on the gendering processes identified. 
7.4.1 Gendering practices, structures and divisions of labour 
In the first definition of this set of gendering processes, it is defined by Acker (1990) as ‘the constructions 
of divisions along gender lines’. In her later works, Acker includes in her theorising the organising 
processes that produce such gendered divisions and inequality (Acker, 1992, 2009, 2012). This new 
definition leads us not only to identify segregation, but also to look at the practices that reproduce such 
gendering (Dye & Mills, 2012). In the next section, organisational structures and the gendered division of 
labour are analysed in relation to these three pillars: numerical distribution of participants according to 
biological sex; horizontal division of labour, particularly the division into male and female-typed jobs; 
vertical segregation and hierarchies. After that, other organising processes and practices are investigated, 
namely those related with work demands, working hours, work-related travel and wage determination. 
7.4.1.1 Organisational structures and gendered divisions of labour 
 Numerical distribution of workers according to biological sex 
About half of the hotels where the interviewees work employ more women than men, but there are also a 
significant number of hotels that employ approximately the same number of men and women. Only in one 
case were there exclusively women employed at the time of the interview. However, it is not a specific 
preference of the company to employ only women, as there had already been male employees working 
there before. It seems that only employing women is a consequence of the pool of available employees. 
Concerning the travel agencies and tour operators where the interviewees work, only two have a similar 
percentage of male and female workers. In one travel agency, two thirds of the workforce are female. As 
for the remaining travel businesses, six employ almost only women, while three only had female 
employees at the time of the interview. In most cases, the reason for this is that no men applied for jobs at 
these companies. However, Natália justifies the inexistence of men in her travel agency with her previous 
negative experiences with male employees. This case is analysed in Section 7.4.3. 
 Horizontal division of labour 
There is not a visible pattern of horizontal segregation in most travel businesses analysed. Firstly, 
because the number of men in most of these companies is too low or inexistent for a segregation pattern 
to be noticeable; secondly, because the travel businesses analysed are smaller than the hotels; and 
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finally, because even in the companies that are more gender-balanced, the interviewees do not pinpoint 
any differences in the way tasks are divided between women and men. There is, however, an exception, a 
large tour operator where gendered patterns in the distribution of labour can be observed. For example, 
the company’s transportation department is almost exclusively male, from the bus drivers up to senior 
management. However, the interviewee justifies that this division is because ‘no women have applied for 
jobs there’. Moreover, managers in this area are men because ‘they have to deal with bus drivers and 
there are no applications from women for these positions’. In the quantitative data, it was also concluded 
that bus, van or car drivers is a male-segregated occupation in travel businesses. Moreover, in this 
organisation, female and male middle managers are segregated according to typically male or female 
areas.  
In most hotels, there is a gendered division of labour into men and women’s jobs. In the hotels analysed, 
horizontal segregation is very marked in two departments: maintenance and housekeeping. Both are 
almost exclusively male and female areas, respectively. In the other departments, horizontal segregation 
is much less evident. This pattern is observed in all the hotels where the interviewees work. The only 
exception is Graça’s unit, where there are some male cleaners, but these are confined to the outdoor 
area.  
This division is justified based on supposedly innate masculine and feminine traits. Some participants 
believe that certain tasks are more appropriate for women, while others are more appropriate for men. 
One of the research participants says that there are already a few women who apply for jobs in 
maintenance, but ‘when you choose someone to work in maintenance, you obviously choose a man’. 
Besides this participant, another interviewee also considers that cleaning and housekeeping are not 
adequate tasks for men. From their discourses, it seems that women are particularly talented for cleaning. 
Andreia only has one male employee, at night, for safety reasons. She believes that, apart from this, 
women are the most suited for performing the daily tasks of a hotel unit.  
However, an interviewee deconstructs these essentialist stereotypes of women as better cleaners: 
I come from countries where the executive housekeeper was a man. Therefore this mentality of ‘yes, 
women are better at cleaning and women have a gift for flowers, and women are better at organising’, 
that’s not correct. Because [in previous companies abroad] I (…) only had men as executive 
housekeepers, and they were all male, (…) and they did an excellent job. (Anonymised) 
Some interviewees mention that, in other countries, it is common to see male workers in the housekeeping 
department, and a few interviewees note with surprise that there are ‘already’ some men working in 
housekeeping departments in Portuguese hotels. None of these men are employed as mere cleaners or 
helpers at the low end of the hierarchy, but they are all in supervisory positions. This might be a sign that 
when men enter typically female areas, they are assigned leading positions. Men take their gender 
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privilege with them when they enter typically female occupations, a phenomenon that Williams (1992) 
referred to as the ‘glass escalator effect’.  
All women who talk about men in housekeeping used the feminine form of the Portuguese word for 
housekeeping supervisor (‘governanta’). Their reluctance to use the masculine form of the word shows 
how rare it is to find men in these positions in Portugal. In fact, according to the Priberam dictionary, the 
masculine form has a very different meaning, which is interestingly that of ‘governor’ or ‘ruler’. In none of 
the cases are these male housekeeping supervisors employed in the hotels run by the participants. One of 
the managers interviewed for the Gentour Project40, would like to hire men for housekeeping (GOVCOPP - 
Universidade de Aveiro, 2015). However, the designation ‘governanta’ is so associated with women that 
the position had to be advertised as a ‘butler’ job (‘mordomo’) instead, in order to attract male candidates. 
 Hierarchies and vertical segregation 
In hotels, vertical segregation can be observed, since the CEO level and the board of directors are male-
dominated or male-exclusive in most cases. However, some organisations have women at the very top of 
the hierarchy. In the group of women interviewed, only the interviewees that are business owners are at 
the top of their companies. These are all small or micro-sized businesses. In almost all the other cases, 
participants have men above them, who fill most top positions in their companies.  
It was also analysed how women and men are distributed across management positions in the research 
participants’ organisations. The occupation of hotel manager is mostly filled by men, which was also 
observed in the quantitative chapter (see Appendix 49). While operations manager seems to be an almost 
male-exclusive occupation in the hotel sector, sales management is a more gender-equal area. In most 
cases, there are more women in middle management than in top or senior-level management positions. A 
few hotels and hotel chains have the same number of men and women in middle management, while 
others have more women in these positions, but only one unit has exclusively women at this level. Some 
units are too small in dimension to have a clearly structured internal hierarchy between workers. 
In contrast to the hotel sector, where most research participants have other people above them in the 
hierarchy, in the travel sector only two interviewees have someone in a position above theirs. This seems 
to be related with the fact that there are more entrepreneurs in the travel businesses analysed, which are 
also smaller in dimension than the hotels. These findings are not enough to conclude or even suggest that 
it might be easier for women to reach the top in the travel sector than in the hotel sector. It is not possible 
to make such an interpretation only with basis on the empirical data gathered in the interviews. 
                                                          
40 The researcher belonged to the team of this project, which had as one of its aims to analyse the role of gender in recruitment 
processes in tourism. 
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Although, in most cases, the interviewees are the only owners of their businesses, in a few cases, they 
have male or female business partners. In the travel sector, the interviewees who are not entrepreneurs 
work for larger organisations and fill positions at the very top, responding directly to the president of the 
group or the CEO. These women have the highest positions in their group at the national level, and they 
are the only women in management meetings at the international level. One of them underlines that she is 
the only woman at such a high level, despite the fact that her company does not discriminate against 
women, has a developed mentality and values staff not according to whether they are men or women but 
according to their work and skills. In the hierarchical level directly below hers, regional management, it is 
almost only women leading the business units.  
It can be concluded that although middle-level management is gender mixed, top-level management is still 
a male world. In addition, the only interviewees who fill the highest position in their companies are those 
who are entrepreneurs. All the other women have men above them, although three of them report directly 
to the president of the group or the owner of the business. Moreover, there is also segregation in the 
internal category, since some management jobs are more gender-mixed, e.g. sales manager, while others 
are male-dominated, e.g. operations manager.  
Although only a few research participants have experienced discrimination in recruitment, hiring or 
promotions, the narratives of other interviewees reveal that preferring men for positions that require 
availability, particularly management jobs, might still be common practice in tourism companies. At the 
beginning of their careers, Sónia and Dulce felt discriminated against in relation to promotions for being 
women. However, although most other interviewees did not feel themselves discriminated against in 
relation to these aspects, they observed this type of discrimination in their organisations, in the tourism 
sector and more broadly in the society. For example, Laura has noticed job ads directed only at men and, 
in a company where she previously worked, she noticed that her supervisors were only selecting men’s 
CVs for recruitment. On top of that, she admits that she herself would like to recruit a young man for her 
company, but due to a higher demand for male candidates, it was hard to recruit one. 
For Diana, discrimination in recruitment and promotion may be justified because managers realise after 
the first experiences with women that men are more available to travel to fairs or on business. Paula also 
knows of several employers that preferred hiring men. Maria resources to the same explanation to account 
for the lack of women in top management, but with a more critical lens:  
Men think that those positions should be filled by someone with immense availability (…) and they 
underestimate our skills (Maria)  
The topic of availability will be analysed in detail in Section 7.4.5.3. 
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7.4.1.2 Organising processes and practices 
 Work demands and working hours 
Although a few interviewees have fixed working hours, most interviewees mention working an approximate 
range of hours, as well as having some flexibility to manage their own working hours. In other cases, 
interviewees seem to have very long, almost ‘endless’ working hours, and some are always on call and 
available for the company. Some research participants state that their number of working hours depends 
on the season. In the high season, some work a few hours beyond their schedules, ‘until there is work to 
be done’, while others ‘forget about the hours’ they spend at work.  
Firstly, the interviewees who have relatively fixed schedules are analysed. These women have some 
informal flexibility, but they prefer working a fixed schedule of about eight hours a day, in order to better 
organise their lives and establish some boundaries between work and family. Still, they work beyond their 
schedules when required. This is illustrated in the box below, with Francisca’s example: 
 
In contrast, Margarida’s work demands have increased after her promotion. Not only does she need to 
travel a lot, sometimes overnight, but also to bring work home, and work about 11 or 12 daily hours. She 
only has holidays two weeks per year, and she is on call 24 hours a day. Like Margarida, most participants 
have no fixed schedule, and they end up working very long hours: most women work between ten and 12 
daily hours, never less than eight and sometimes even 14 or 15 hours. Work absorbs most of their time, 
and it leaves almost no time for life outside work: 
Lately I’ve been arriving at work at around 11 a.m., more or less, and sometimes I leave work after 
midnight, and also… I work Saturdays and Sundays as well… but… it doesn’t wear me down. When I need 
a weekend, I can take one, although I prefer taking time off during the week. But no… when I’m at home, 
I’m itching to go back to work. (Diana) 
If I have to be at the hotel until midnight, because there’s an event that I want to attend (…) or if I have 
clients for dinner, or ambassadors, or ministers etc., and the dinner is at midnight and I go to bed at one, 
 After having her child, Francisca chose a less time-consuming job than her previous one. Although she 
sometimes has to be at the hotel during weekends or public holidays, this only happens occasionally. Since 
she works with national companies, she schedules her working hours according to their hours, i.e. from 8 or 
9 a.m. to 6 p.m., from Monday to Friday. Sometimes she needs to work two extra hours, but she considers 
that she has normal schedules. However, when she worked in the operational department, she had to work 
about 12 or 14 hours a day, during the weekends and holidays. According to her, this department may 
require long working hours unless there is a strong structure and organisation behind it.  
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the next day I arrive an hour later, or I arrive at the usual time, and this happens frequently, how many 
hours do I work? Never less than eight, and sometimes 14-15. It’s not every day… (Teresa) 
My schedule varies a lot. My position requires me to spend a lot of time away, and frequently requires me 
to go out for dinner with important clients… and have lunch out with important clients and so on; therefore, 
my starting time is 9 a.m., and I leave work when I consider that I’ve finished everything… if I have to leave 
at 4 p.m. no one will say anything… and that’s not because it’s me, because of my position, but all the staff 
have this flexibility. (Matilde) 
These quotes point to very long working hours, as well as to work-related commitments taking place 
outside normal working hours. Besides, these quotes suggest that women can manage these demands 
because they do not occur on a daily basis, because they have flexibility and are hard-working. Not only 
employees have heavy work demands, but also entrepreneurs.  
While in some cases flexibility facilitates women’s work-family balance, in other cases flexibility is offered 
so that ‘total availability’ is possible. In these cases, flexibility hardly results in more family time, but 
primarily allows participants to fulfil their heavy work demands: 
Yes, I have flexibility… but ‘flexibility’ never means less than ten hours’ work a day [laughs]. (Ana) 
Some of the women mention the role of new technologies as enabling work flexibility in terms of time and 
space, and opening possibilities for a better conciliation between work and family lives. However, it is also 
visible that the role of new technologies is not always positive, since it has made the work and the private 
spheres become permeable. Several interviewees are on call around the clock, and one even mentions 
being awakened in the middle of the night by clients from different time zones: 
Work takes up a lot of my time, because nowadays you can work anywhere, right? So when I work at home 
I always have my mobile phone to hand to solve problems that may arise, answer a client that has a query, 
so I’m always available. (Cristina) 
I have to be on call 24 hours a day (…) I have two days off a week and during those days I’m not really off 
duty. I’m off because I’m not at the resort, but I have an obligation to be contactable and to understand via 
e-mail what’s going on, because there might be a problem, and I have to give the necessary support to the 
team. (…) It happens, sometimes, not during the night, but during my days off, it does. (Graça) 
Nowadays I don’t know [how many hours I work] because work interferes so much [with non-work time] 
that it becomes hard to count the number of hours. (Tânia) 
You have no fixed timetable in this job, Inês, because if there’s a client in China, and you have six or seven 
time zones difference, and you’re sleeping and they call you, they want answers, and they want everything 
organised for them. (Laura) 
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And it’s also a lot [of work] at home as well, you know, because nowadays you do a lot of things over the 
internet, and so you can work much more out of here [the travel agency]… and besides we work with a lot 
with people from different time zones, so sometimes we have to work at night to sort certain things out… 
(Paula) 
In Sara’s case, the blurring of the boundaries between work and family lives is not because of the ubiquity 
of new technologies, but because she lives in the tourist flats. Sometimes she has to solve clients’ 
problems in the middle of the night: 
If there’s a client (…) that forgot his keys inside the flats and can’t get in, he knows where we live, so he 
knocks on our door, ‘look, I can’t get in, I need a key’, and it’s like 3, 4, 5 or 6 a.m. (Sara) 
However, despite their long working hours, some women also highlight the importance of taking time off 
work: 
It’s rare that I don’t have two full days a week to rest, it’s very rare. And it’s rare because I don’t believe that 
you can be creative and have good ideas, and feel fine if you don’t rest, so I need to sleep, I need to rest, 
it’s fundamental in my life… (Teresa) 
Some other interviewees also mention that they do not usually have to work during the weekends and that 
they take time off for themselves: 
I [usually] take the weekend off to spend time with my boyfriend and for leisure [laughs], it can’t be just 
working. (Cláudia) 
However, other participants who do not usually have to work during the weekends, such as Rita, still have 
to be constantly on call.  
Two informants only work part of their time in their tourism businesses. Cláudia spends about two and a 
half days a week at the hotel and works there about ten hours a day. Paula works in the travel agency 
after her ‘normal’ work hours as a nurse. Sometimes she also takes some work home.  
 Work-related travelling 
About half of the research participants have to travel frequently on business, while slightly more than half 
of them do not have to travel on a regular basis. The notion of what constitutes ‘frequent travelling’ is 
highly subjective and varies according to the interviewees. Hence, while for some women travelling about 
four times a year is ‘travelling frequently’, for others it is not. Research participants’ requirements for work-
related travelling are briefly schematised in Figure 7.8. 
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Figure 7.8 Overview of women's experiences in relation to work-related travelling 
Source: developed by the author 
 
Most of the women who do not need to travel frequently work in smaller companies, particularly as 
entrepreneurs, or in larger businesses in positions that do not require much travelling. Some of the 
reasons for not having to travel on a regular basis are: the hotel being an independent unit, i.e. not 
belonging to any chain; the business being too small to ‘justify’ business trips; the existence of a sales and 
marketing department that is in charge of business trips; or the owners of the business living in the same 
city. The situations of some of the women who do not have to travel on a frequent basis are depicted in 
Figure 7.9: 
Frequency of work-
related travelling
Frequent
'Unencumbered' 
women without family 
responsibilities
No problems
Women with family 
responsibiliities
Found ways to 
negotiate constraints
Acceptance of 
travelling as part of 
their work 
Leaving everything 
organised (esp. with 
their husbands)
Objective impediments 
overcome but guilt and 
internal conflicts remain
Not frequent
No problems
Women in smaller 
companies (mostly 
entrepreneurs)
Women in large 
businesses in positions 
that do not require 
travelling
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Figure 7.9 Examples of women who do not have frequent business trips 
Source: developed by the author 
 
It is visible that some women avoid travelling on a frequent basis in part because of their children. 
However, more than a third of women with young children do engage in work-related travelling on a 
frequent basis. 
All of the interviewees who need to travel frequently have found ways to meet this requirement and have 
the necessary availability. For Maria, availability to travel is key to advance in the tourism field, regardless 
of the hierarchical level:  
If you’re not willing, or flexible or able to travel, you’re not going anywhere… you don’t have these things 
near home. (Maria) 
However, while some do not report any conflicts, e.g. because they leave everything organised or have no 
children, others feel that travelling is a source of conflict at times: 
There’s a clash because (…) I need to have a lot of availability to travel, a lot of availability for social 
events, a lot of availability for galas, prizes, for product presentations, for inspections in several 
destinations. I have to travel all the time to Jamaica, Turkey, here, there. And of course your family must 
adjust to your rhythm, it’s your job. (Maria) 
Even when all the necessary arrangements have been made and children are taken care of by someone 
else, travelling may still lead to inner conflicts. Despite knowing that their children are safe and being taken 
Luísa
• Before filling her 
current position, Luísa 
would frequently 
travel as a 
representative in 
tourism fairs. 
However, her travel 
demands have 
recently been 
reduced. Nowadays, it 
is mostly the 
personnel in the 
marketing and sales 
department that travel 
to tourism fairs.
Teresa
• Besides being a hotel 
manager, Teresa 
owns a business 
which is spread 
across different and 
distant countries in 
the world. However, 
she only needs to 
travel there 
occasionally, since 
she has ‘an excellent 
team’ there. 
Andreia
• Andreia would like to 
travel more on 
business and be more 
in contact with the 
reality of the tourism 
field, but her family 
situation, i.e. three 
young children, is a 
constraint. She 
expects to be able to 
travel more when her 
children grow older. 
Laura
• Laura opened her 
own travel agency in 
order to travel less 
and stop escorting 
tours. She says that 
nowadays she travels 
less than before: ten 
trips a year now, as 
compared to trips 
every other week 
before, sometimes 
spending three weeks 
outside home. Of all 
the interviewees, she 
is the one that 
mentions the most 
negative impacts of 
work-related travelling 
on personal and 
family lives (see 
Section 7.5.3.1 –
Work family 
conflict).
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care of, some women still feel that their role as professionals conflicts with their role as mothers (see also 
Section 7.5.4.1). This is visible in some women’s discourses:  
Before I had children, one week abroad and I was feeling wonderful, I could even stay two weeks or two 
months (...) but with a family, you start missing… the part of being with your child, and after a week, it starts 
weighing me down a little bit, it’s not that you aren’t performing your tasks well, but it weighs you down a 
bit. What’s good about it? The kids become more independent, they are less clingy. You don’t become a 
helicopter mum, and mums stop being hyper-protective, because that’s not possible. (Maria) 
When asked about work travelling and possible work-family conflicts related with it, some interviewees 
answer that they have accepted it as part of their work: 
It’s part of the work in the hotel sector. (Francisca) 
I never avoid them [business trips], they’re part of my professional life (…) of course it’s not easy, but you 
have to make choices. (Dulce) 
It’s a matter of acceptance, when you have a high position, there are more responsibilities, it’s part of your 
position. (Beatriz). 
Other interviewees emphasise that they travel a lot, but that they have no problems since they leave 
everything organised. For example, when Dulce had a young child, she had to organise her life and hire a 
domestic servant.  
Some participants also highlight the role of their husbands, who enable them to have the necessary 
availability to travel. Francisca organises everything beforehand with her husband and there are no 
problems. Laura travels less since she became an entrepreneur but mentions that her husband takes care 
of their children whenever she has to travel. For Rita, business trips are one of the greatest demands of 
her position, which makes it sometimes complicated to balance work and family lives. She highlights the 
important role of her husband, who provides all the support to their daughter (See more in Section 7.5.6): 
Without him, it would be impossible for me to develop my work properly. I can give you an example, today 
I’m going to [another city in Portugal], on Monday I’m going to [country overseas], then I come back, then 
there are always these absences at the parents’ meetings at school while I’m away [laughs]. (Rita) 
Maria used to coordinate her schedule with her ex-husband’s schedule before getting a divorce: 
Before, his father would stay with him (…) we’d organise our schedules together, and when I had to travel 
he’d try to organise everything so that he could stay at home during that time. When we couldn’t make the 
necessary schedule adjustments, he [her son] had to stay with the grandparents. (…) but most of the time 
he stayed with his father. (Maria) 
Both Maria and Rita highlight the importance of time management: 
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If things are very well organised, and with some warning (…) one or two weeks ahead, you can manage it 
very, very well. But you really have to be very organised. Your schedule, your days, where you’re going to 
go, what you’re going to do, at what time… everything has to be planned down to the slightest detail, in 
order to maximize the use of our available time, because if time gets away from us, then the agenda goes 
out of the window. (Maria) 
I try to schedule everything so that I avoid [travelling] colliding with the main dates, like birthdays, (…) the 
beginning of the school year, I try to avoid those dates because they’re crucial and we can count on them 
happening every year. (Rita) 
Sometimes business trips affect the weekends, particularly if there are no direct flights. Matilde says that, 
in these situations, travels ‘kill two weekends’. In Matilde’s case, the need to travel on business is more 
intense during some periods: 
There are some periods in my life when my daughters only see me twice a week, during the weekend (…) 
though at other times I can be two or three months without travelling. (Matilde) 
Other research participants have no constraints in relation to work-related travelling because they are 
unencumbered by family responsibilities. Margarida travels a lot, but this is not a problem at all for her, 
since she does not have children. Luísa does not have frequent business trips in her current position. 
However, as she is childless, she states that she would not mind business trips either. Dulce and Beatriz 
have no problems with travelling since they are empty-nesters, i.e. their children are now adults.  
 Wage determination 
Three interviewees have experienced pay discrimination, particularly at the beginning of their careers. One 
interviewee considers that there is still a lot of chauvinism in the tourism sector, and she gave the example 
of her own company, where women managers earn less than men do: 
They want women because they know that they are more dedicated, more hard-working, when they have 
to criticise or reprimand, they do it, they are more attentive to the clients… but then there are a number of 
conditions that don’t match their demands… and we’re talking about salaries, about… and it’s clear, in the 
company I work for, that men earn more than women. (Anonymised) 
Other interviewees have not suffered discrimination themselves, but observe it in the sector. One of them 
states that female general managers are paid less than their male counterparts in the Portuguese tourism 
sector. She illustrates this with a specific example: 
When a woman feels that she is paid the same salary as a man, which is not, I regret to say, the case of 
Portugal, not in my case, because my case is completely different, but I’m perfectly aware that women are 
paid less. For example, I know of one or two hotel units… that had a man [as general manager] earning a 
lot, and when that opportunity was given to a much more experienced female general manager, I’d say 
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twice as much experience, she was paid, I won’t say half, but at least 40% less than her ex-coworker. I 
think that these things are extremely unfair. (Anonymised) 
She thinks that Portugal is not improving in terms of pay equality. However, she says that it is not her case 
and that she is very respected by her foreign bosses, but expresses her disappointment for not having 
been offered the same conditions by Portuguese entrepreneurs.  
Rita also observes that men are still better paid than women, and for her it is more of a ‘cultural issue’ than 
a matter of discrimination: 
If a woman holds the same position as a man, she tends to earn a bit less, I think that it’s cultural, it’s not 
with an explicit intention of discrimination, you know? (Rita) 
This statement suggests that, in Rita’s view, the fact that pay discrimination is ‘a cultural issue’ makes it 
less discriminatory. She says that the reason for the gender pay gap in management is the fact that 
salaries are negotiated individually. Several studies have also concluded that women have lower 
expectations than men concerning salaries (Costa et al., 2012a; Iverson, 2000; Rutte & Messick, 1996), 
and this might to some extent explain why women earn lower salaries in contexts where these are 
negotiated individually. This might also be one of the explanations for the wide pay gap observed among 
senior managers in the quantitative part of this study (Sections 6.3.10.2 and 6.4). 
As a result, Rita claims that it is women who should fight for their rights and demand equal salaries in their 
organisations. She tells that, in her company, there is no pay discrimination, since she ‘fights for women’, 
and there are even some women in her company who earn more than their male counterparts. 
As to Cristina, she simultaneously denies and confirms the existence of discrimination in the same 
sentence. She recognises that there are situations in which men earn more than women when they reach 
the top, but in her opinion this can be justified because men are more available. For her, pay 
discrimination is not ‘real’ discrimination, but it corresponds to a premium to men that are more available: 
You don’t see much discrimination in this area. Like I say, if there’s discrimination it’s because of 
availability. And it’s natural that if a man has the availability to travel abroad… that there’s some sort of 
[pay] discrimination, but it’s only some sort of discrimination for that reason. (Cristina) 
Although only one woman mentioned pay discrimination in her current company, women’s discourses 
suggest that pay discrimination may still be common pratice in the tourism sector, particularly in top 
management positions, due to the individual negotiation of remuneration.  
7.4.2 Gendering cultures 
As defined by Acker (2012), organisation culture is ‘the sum of particular, often time and place specific, 
images, attitudes, beliefs, behaviors and values’, including beliefs about equality/ inequality and gender 
differences (p. 216). It is one of the areas where the links between the organisation and the society are 
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most visible. In the first part of this section, positive aspects in the organisation culture of the interviewees’ 
companies are scrutinised. After that, negative aspects are analysed and discussed.  
7.4.2.1 Positive aspects 
Almost all interviewees explicitly claim that they feel well in their organisations. The research participants 
observe a number of aspects in their organisations that create a positive organisational culture. Table 7.2 
summarises the positive aspects mentioned by the research participants, divided into those pointed out by 
entrepreneurs and by employees. It is important to establish this distinction, since entrepreneurs are the 
purveyors of positive conditions in their companies, while employees are more likely to be the 
beneficiaries of these conditions, although in some cases they are also purveyors, given their supervisory 
roles.  
 
Table 7.2 Positive aspects in their organisations mentioned by research participants 
Employees Entrepreneurs 
Inexistence of discrimination 
 No differences in expectations according to workers’ 
gender; 
 Being treated as equals; 
 Numerical gender balance. 
 
Respect for workers’ family life 
 Respect for workers’ rights during pregnancy and 
maternity leave; 
 Informal flexibility and non-presenteeism; 
 In-house kindergarten (previous company); 
 Possibility of alternative positions to (female) job 
applicants and workers with lack of availability. 
 Respect for workers’ rights during pregnancy and 
maternity leave; 
 Informal flexibility and non-presenteeism; 
 Bank of hours; 
 Careful holiday-scheduling management; 
 Hiring freelancers so as not to force (female) workers 
with children to travel. 
 
Opportunities for career development 
 Growth opportunities; 
 Training opportunities; 
 Being recognised and awarded prizes. 
 
 Provision of training opportunities; 
 Rewarding workers. 
 
Pleasant environment 
  Good environment and collaboration; 
 Pleasant decoration; 
 Family-like environment. 
Source: developed by the author 
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The most frequent themes identified in women’s discourses concerning positive aspects in the 
organisation culture are the inexistence of discrimination and the respect for workers’ rights during 
pregnancy and maternity leave. Due to the cross-cutting nature of these themes, they are analysed in 
separate sections (Sections 7.4.6 and 7.4.5.1, respectively).  
Some interviewees indicate that a positive aspect in their organisations is being treated as equals and with 
respect, although Rita recognises that assertiveness is necessary (‘But you also have to assert yourself in 
the middle of a man’s world, isn’t it?’). Matilde considers that it is positive that there are no differences in 
expectations according to workers’ gender in her organisation, while another research participant 
highlights the existence of a numerical gender balance among managers in the hotel chain is a positive 
aspect (see also Section 7.4.5).  
Most interviewees acknowledge that there is an informal attempt in their organisations to accommodate 
and understand employees’ work-life needs. While there are practically no formal work-family balance 
measures implemented, some participants who are employees have informal flexibility in terms of time 
management. While managers are likely to have some flexibility, this is less frequently the case of front-
office employees, due to the requirements for physical presence implied in their jobs. In some cases, 
research participants have informal flexibility because they are required to work long hours and be 
available when necessary. Hence, this flexibility comes at the expense of requiring availability: 
If someone [needs to stay at home the whole day] because their child is sick, depending on their position in 
the company, not at the hierarchical level, but the kind of tasks [they perform] (…) no one is going to force 
that person to use one day of holidays because their child is sick, this has never, ever happened (…) we 
are very flexible with this. We know that our personnel is usually extremely responsible, and if they have to 
work until later they stay, and if they have to leave at noon or work from home, we are also flexible with 
that. (…) [Referring to a company from the same group situated in another country:] things work differently 
there. (…) A contractor, a client goes there during the weekend, (…) the personnel doesn’t work during the 
weekend… But if they have to leave to take care of something, they have to use one day of holidays. They 
don’t negotiate. This is the philosophy of our company, it has always been like this, it’s a bit related to the 
success of our company. (Matilde) 
Other informants state that this informal flexibility is given to employees that prove to be responsible and 
hard-working: 
I’ve always had some freedom, even when I was an employee. I didn’t abuse my freedom, so I could 
always compensate my bosses, and they were never against it, because they knew I would compensate 
them, and if they needed me on my day off, I would be there for them. (Diana) 
According to this and other accounts, it seems that there is a trade-off between flexibility and availability: 
employees are given flexibility because availability is required of them. This topic is discussed in greater 
depth in the Section 7.4.5.3. 
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Informal attempts to accommodate work-life balance needs are not only related with informal flexibility. For 
example, Cristina, who is an employer, tries to manage holiday scheduling so that workers can spend the 
normal holiday periods, which coincide with the peak periods in tourism activity, with their families on a 
rotational basis. All her female employees have children of school age and they want to spend these 
periods of the year with their children. Besides that, Cristina sometimes hires freelancers because her 
employees are not able to travel on business due to their families. 
Another example is Matilde, who asks job candidates about their family situation and if they are able to 
cope with work demands such as frequent travelling. For her, it is important not to judge candidates’ 
availability with basis on their family situations, since individuals may have organised their personal lives in 
order to be able to accommodate such work requirements, as in her case. She adds that even if job 
applicants do not have the availability required for certain positions, and provided they are a promising and 
valuable asset for the company, she makes an effort to hire them for other positions that are easier to 
conciliate with their family lives: 
For me it’s important to know whether the person is married and has children just because of (…) 
availability. ‘Look, it’s a sales job, you’ll have to spend a lot of time travelling… I see here that you’re 
married and have children, is than an impediment?’. I’m married and I have children and I spend half of my 
time abroad… and for me this has no importance (…) I mean, I can manage it at home, I only care if the 
person is going to be able to handle it for that job, otherwise, if they’re competent, there’ll be another job for 
them. (Matilde) 
Another positive aspect highlighted by Matilde is the possibility of alternative career tracks and positions 
for women who would like to travel less after having children: 
We used to have women in the sales area that didn’t have children, and when they had children they asked 
us if they could have more operational functions [they wanted to travel less], and because they are key 
personnel that we didn’t want to lose, we found an alternative. (Matilde)  
There seems to be a lack of formal policies to improve workers’ work-life balance in all the organisations. 
The only exception is Paula, who has implemented a bank of hours in her travel agency: workers can 
accumulate the extra hours worked during the peak season, and use them to take days off during the low 
season.  
Another participant implemented several changes in a previous hotel abroad, in particular a kindergarten 
and gym for employees and their children, among other facilities. However, she mostly mentions 
measures for mothers, instead of for parents:  
I thought that, in order to give an equal opportunity to a woman and a man, it was necessary to have a 
space, for example, where a woman could leave her small child until the age of four, instead of having the 
child in a kindergarten, having a space in your workplace where you could leave your child. A specific area, 
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a space dedicated to children, taken care of by a nanny, everything paid by the hotel, everything paid by 
the hotel, and where the mother could pick her child and have the meals together and play half an hour 
with him [or her]… I think that emotionally this would make an astronomical difference (…) if you have 
children, single mothers, they have a kindergarten. If the children have to go to school, there’s a van to 
drop them off and pick them up from school. (Anonymised) 
Other research participants point out further positive aspects in their organisations. For example, some 
interviewees consider that ‘presenteeism’ is not part of the organisational culture of their companies. 
Raquel and Helena, who are employees in small hotels, do not think they need to spend long hours in the 
hotel to be productive. They work eight hours a day and do not stay longer hours at the hotel unless their 
presence is needed. Both think that it is important to have time for their personal lives. Beatriz and Natália 
have a no-presenteeism approach in relation to their employees, and consider that spending too many 
hours at the workplace may be counterproductive:  
I think that those who can do their work within their working hours and do a good work, those are the 
people that I value the most. I don’t value more those people who work more hours. Very often what 
someone competent and efficient does in one hour is the same as what someone less competent and 
efficient does in two or three hours. I’d rather people work eight hours a day, period. And that they go home 
and relax and have time for their family, etc. Because then the next day they come back clear-headed (…) 
If you start working too many hours and being too tired, you start getting inner problems because you don’t 
spend enough time with your family (…) and I don’t want that because it only brings a lack of productivity 
and problems. (…) People need to have time for their families. That’s a pain that I had for some time. 
(Beatriz) 
We have adapted ourselves to the market we work with, we only work with foreign markets, so… for 
instance, on Easter Monday our office is closed since our clients aren’t working either […] if the clients 
aren’t working it isn’t worth our while being here. (Natália) 
Participants, mostly from large organisations, mention as a positive aspect having been given 
opportunities to grow within the company. Some interviewees mentioned opportunities to grow and 
develop their careers, not only in their current companies but also in their previous companies, including 
promotions to important and challenging positions, as well as learning, training and management 
developing opportunities (Figure 7.10): 
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Figure 7.10 Examples of research participants who were given growth and development opportunities in their current or 
previous organisations 
Source: developed by the author 
 
Through their examples, it is possible to conclude that they were not the only employees who were given 
such opportunities. This suggests that these companies might have positive work cultures. Moreover, 
some of the interviewees themselves, after reaching top positions, have managed to identify the potential 
of other workers as well: 
[talking about a young woman in a male-dominated area that was assigned minor tasks] (…) so I ended up 
inviting her [to work in the area I managed] because she’s a valuable member of the staff, not because 
she’s a woman. (Matilde) 
Teresa has also managed to identify the potential of some workers in the current hotel, although it seems 
that their growth opportunities will not necessarily come from within the company:  
I’ve managed to identify (…) three or four people that can have a great future, a really great future in the 
hotel sector at the national and international levels (…) and I think that these opportunities should be 
discussed with these people so that they can study more, learn more, and understand that they have a 
great future. I don’t mean in Portugal, because the hotel sector is a bit complicated now but… abroad there 
will be plenty of opportunities. (Teresa) 
Paula states that in her company they make an effort to reward workers, either by increasing their salary 
above the salary increment fixed by the government or by giving the workers the opportunities to undergo 
training or to travel on business. The employees are single and have no family responsibilities, so they 
regard travelling as an opportunity and a perk.  
Other interviewees also point out the existence of a good environment and collaboration (Cristina), 
pleasant decoration, music, sofas, and a kitchen for the workers (Natália). Diana mentions the family-like 
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environment and points at her grandson’s picture on the wall, smiling. All the participants who talk about 
these aspects are entrepreneurs.  
Other positive aspects mentioned by the research participants are a double-edged sword. While at some 
point a research participant said that hotels provide workers with the opportunity to change to another 
hotel in the organisation, she suggested that this ‘opportunity’ can be ‘an obligation’ in disguise for workers 
who have children or who would rather not move for any other reasons.  
Despite most participants’ optimism about the work culture in their organisations, it is important to analyse 
to what extent these aspects are actually positive. Several interviewees mention as ‘positive aspects’ the 
mere fact that their organisations are complying with the law. These aspects are mostly related with 
pregnancy, childbirth and maternity leave (e.g. non-discrimination and not firing pregnant workers, letting 
workers enjoy their leave), although one participant also pointed out the ‘inexistence of pay discrimination’. 
In these cases, the organisations are not making any further effort than what is determined in the law. The 
underlying assumption of this argument seems to be that participants do not believe most companies 
comply with the law; therefore, it deserves to be stressed how their organisations respect the legislation. In 
fact, a few participants told stories about personal friends and acquaintances being fired for getting 
pregnant, without any legal consequence for the companies they worked for.  
Matilde mentioned that some female employees have requested to move to less demanding positions in 
order to be able to better accommodate work and family commitments. While these alternatives may have 
a positive impact in employees’ lives and work-life balance, it is important that these alternatives do not 
become like Benschop and Doorewaard’s (1998) mummy tracks, which are alternative paths that are not 
expected to lead to further career development. What is problematic is not the existence of alternative 
working arrangements, but the gender subtext that flexible work or reduced working hours is a female 
matter, and that these alternatives are only possible in low qualified jobs (Y. Benschop & Doorewaard, 
1998). Moreover, if there is a tacit assumption that women might be the ones interested in an alternative 
career path, men may feel discouraged to ask for such career alternatives. In addition, Teresa mentioned 
the existence of a kindergarten to support mothers instead of parents. Once again, the direct targeting of 
mothers instead of parents with such measures reinforces the stereotypical gender roles and the 
traditional division of labour (Santos, 2010). 
7.4.2.2 Negative aspects 
None of the entrepreneurs point out negative aspects in their own organisation, but some indicate 
negative aspects in the companies for which they previously worked. Some employees mention negative 
aspects in relation to both their current and their previous organisations. Most negative aspects are related 
with the following themes: i) the notion of the ‘abstract’ or ‘disembodied’ worker, who has no additional 
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responsibilities besides work; ii) assumptions of women as inferior or less competent than men; and iii) the 
existence of a male culture that excludes women. These negative aspects are briefly summarised in Table 
7.3: 
 
Table 7.3 Negative aspects in the organisation culture identified by the interviewees 
‘Abstract’ worker Assumption of women’s 
inferiority 
Male culture 
 ‘Presenteeism’; 
 ‘Total availability’ work 
culture; 
 Discrimination during 
pregnancy and maternity 
leave; 
 Lack of flexibility. 
 Women regarded as less 
competent than men; 
 Male managers believed to be 
important for the external 
image of the company. 
 Environment where it is easier 
to be a man; 
 Tacit knowledge shared by 
men; 
 ‘Resistance’ from male top 
management towards women. 
Source: developed by the author 
Some women report that ‘presenteeism’ is deeply embedded in their companies as a key managerial 
value. Although Luísa recognises that it is important to be available, she considers that such a 
requirement for long working hours and physical presence at the hotel is unnecessary. In addition, she 
believes that face-to-face meetings should be scheduled for weekdays instead of weekends, or be 
replaced by videoconference meetings. Moreover, meetings should be scheduled with even more 
antecedence. In her previous work experience in London, there was no such requirement for physical 
presence, since all the workers would leave work at 5 or 6 p.m. to hang out at the bar. Those who stayed 
working longer hours would be excluded. In this example, the discrepancy between both work cultures is 
very clear.
Most interviewees do not consider that the requirement for availability is a negative aspect, but a 
necessary one. This idea is so ingrained in organisations, that Matilde considers that workers leaving work 
at 6 p.m. and taking work home is having a ‘quiet life’:  
There are people [in the company] that prefer a quieter life, and leave work at 6 p.m. every day, for 
example, and on weekends, because it’s a peak season, and some report has to be done, they work on 
that report during the weekend. (Matilde)  
In Tânia’s case, it was in part because of such heavy work demands and lack of flexibility that she decided 
to open her own business: 
There wasn’t this flexibility (…). For men, this wasn’t a problem, but for women it clearly was a problem. 
(…) And then (…) I started thinking that ‘while I’m here I won’t have enough of a quiet life in order to have 
children, otherwise I will end up not doing one thing or the other’. So, I admit that in some way this had 
some weight in my decision. (Tânia) 
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This topic is analysed in greater depth in Section 7.4.5.3 – Availability: a pervasive theme. The ‘total 
availability’ work culture is a gendered aspect of organisation culture. It is an example of how, in our 
society, business is deemed more important than family life. More examples of how reproductive work is 
devalued are described in Section 7.4.5.1 – Pregnancy. In fact, women do not correspond to the notion of 
the Acker’s ‘ideal’, ‘bodiless’, ‘abstract’ or ‘disembodied’ worker who has no imperatives outside the 
organisation (Acker, 1990). In some cases, this may generate conflicts, since requirements from both life 
spheres may be irreconcilable.  
However, it is not only the traditional family ideology and women’s incompatibility with the notion of the 
bodiless worker that place women in a disadvantaged position in their organisations, but there is also a 
lingering assumption that men are more competent than women, which is harmful for gender equality: 
Women in management positions are still regarded in a less positive way. (Graça) 
The way these assumptions about women’s competences and credibility affect women’s own gender 
constructions and interpretations of their positions in the organisation is analysed in Section 7.4.4 (Internal 
gender constructions). The following account also shows that the idea of men as more competent is 
important to maintain the external image of credibility of the company itself in some cases: 
There are still some companies where they think that having men in management, for example, is important 
for the external image of the company. (Natália) 
Some research participants mention that their organisations have an environment in which it is easier to 
be a man, despite there being ‘no intentions of discrimination’. There is tacit knowledge that is shared 
among men, but that women are not acquainted with: 
Imagine that I’m a male director and I know that there’s a woman at my level or the level below, who 
doesn’t play by the same rules as me (…) I’m not going to understand, I’m going to be afraid if she’s 
competent… because she plays by different rules than me. She does not know the tacit rules, the rules of a 
man’s world, which are: ‘don’t bother me and I won’t bother you’. (Matilde) 
One interviewee describes her current company as a ‘male world’. She tells about a situation of male 
managers smoking in a meeting where there was also a pregnant manager. Although the number of 
female managers increased in the company and this had a positive impact in the work culture, she still 
feels that there is ‘resistance’ from male top managers towards women. 
These statements provide evidence of a very entrenched male culture in some of these organisations. 
This type of organisational culture leads to certain kinds of gendered interaction and gendered language 
patterns, which are analysed in Section 7.4.3.  
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7.4.3 Gendering interactions 
This section analyses interactions between workers at similar and different hierarchical levels (Acker’s 
third set of gendering processes). Workplace interpersonal relations are analysed at many levels, 
including micro-aggressions (e.g. joking or assumption of inferiority), intra-gender relations, exclusion from 
men’s insider networks, and relationships with mentors. Given the importance of sexuality in organisations 
(Acker, 1990, 2012), it is also analysed in this section. 
7.4.3.1 Gendered negative workplace interactions  
The macho mentality that pervades organisational culture leads to gendered interactions, and it is 
simultaneously reinforced by them. Negative gendered interactions reported by the research participants 
are mostly related with the assumption of women’s inferiority, general disrespectful attitudes towards 
women and the prevalence of homosocial ties and hegemonic masculinities, which are reflected in 
exclusionary behaviour and in certain language patterns (See Figure 7.11). In some cases, such negative 
interactions are micro-aggressions, since they are subtle or even unconscious. There is often a sense of 
‘invisibility’ in micro-aggressions, in that people are unaware that they have humiliated the recipient of 
communication (Sharon Mavin et al., 2014; Nadal, 2010). 
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Figure 7.11 Negative interactions at the workplace 
Source: developed by the author. 
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The assumption of women’s inferiority underlies many of the negative interactions identified. Several 
interviewees told about situations in which they felt ignored or less visible, or felt that there were 
condescending attitudes towards women in the organisation. Others also reported that women in general 
are not taken as seriously as men. Two situations that illustrate differential treatment are summarised in 
the box below: 
 
Figure 7.12 Negative gendered interaction: differential treatment 
Source: developed by the author 
 
Several interviewees state how women are assumed to be less credible, in particular during important 
negotiations (e.g. banking arrangements). Ng and Pine (2003) also pointed out that women have more 
difficulties in establishing credibility. According to interviewees, such situations occurred mostly, though 
not exclusively, at an initial stage of their careers, until they gained credibility for their competence. In fact, 
most of them respond to these negative expectations by trying to prove themselves, i.e. by showing 
availability or competence. The way women internalise these negative expectations and how they react to 
them is discussed in detail in Section 7.4.4. 
Assumptions about women’s inferiority and lack of competence can also be seen in the way women are 
assigned minor tasks by men at the same hierarchical level. Matilde mentioned two situations in which 
women were assigned minor tasks, such as taking copies, only because they were women. Matilde herself 
was involved in one of these situations. In the first company she worked for (outside the tourism sector), a 
male colleague from the same hierarchical level as her asked her if she could take some copies: 
Teresa
• Although it is not her individual case, Teresa 
believes that 'there is a tendency not to take 
women seriously in the hospitality sector', 
especially in Latin countries. Teresa says that men 
are more ‘costly’, since in a man’s contract it is 
acceptable to subsidise the costs of moving the 
rest of the family, i.e. the wife and children, and in 
some cases part of the costs of the children’s 
schooling are covered. However, for women it is 
not possible to cover the expenses related to the 
husband in the contract, except in Asia. Hence, 
male managers can live on the hotel property and 
have their wives taking care of their children. 
Therefore, they have all the time and emotional 
availability for their job, while female managers are 
expected to dedicate more time to the household 
and the children. This confirms the claim of Hearn 
et al. (2008) that involvement in transnational 
business has different consequences for women 
and men.
Maria
• Maria says that she often faces several obstacles 
when she goes to other countries where it is very 
unusual to find women in top positions. She is 
often mistaken for the secretary and is asked 
when Mr. Santos[her surname] will arrive. She 
says that as a woman she has to have a greater 
capacity to command respect and be serious, 
almost mean in first meetings. After the first 
meeting, it becomes easier. She also states 
having had problems when travelling on business 
to certain countries, where women travelling alone 
may be frowned upon. It is particularly complicated 
when she goes alone to meetings where there are 
only men and, on top of all that, she has to 
reprimand, fine or break contracts with the 
suppliers.
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 309 
‘Matilde, can you go and make some copies for me’, once again, I’ve told you already, I have a really bad 
temper. I looked at him and said: ‘why? Can’t you go there? I’ll tell you where the room is and you’ll get 
straight there’. But that’s me, because I have a bad temper and I thought that I hadn’t done a degree to 
make copies for my colleague, but if the director asked me to make copies for him, I would have to do it’. 
(Matilde) 
Matilde also mentions the situation of a young woman who worked in the transfer area in the present 
company, and who was ‘abused’ in terms of constantly being asked to do such minor tasks. 
Likewise, Natália also illustrates this by giving the example of a former male employee in her company 
that tried to assign minor tasks to his female counterparts at the same hierarchical level: 
What made me sent him away was that he refused to pick up the phone… when the phone rings, whoever 
is available should pick up the phone… (…) if someone rang the doorbell, his desk was the closest to the 
door, but he’d never get up to open the door, for instance… because he thought… he was the rooster in 
the hencoop and that he didn’t have to do such ‘minor’ tasks (…) he thought it was a women’s task. 
(Natália) 
The fact that women are assumed to be inferior leads to disrespectful behaviour. While this is more likely 
to happen to women at the beginning of their careers or when they enter a new company, even women 
with already established careers are the targets of disrespectful behaviour, such as Beatriz: 
 
Figure 7.13 Negative gendered interaction: examples of disrespectful behaviour 
Source: developed by the author 
 
In some cases, negative interactions may also be the result of one-to-one relationships, instead of being 
the outcome of an unfavourable organisational culture. For example, although Matilde’s company has a 
favourable work culture, she was bullied by one of her supervisors during pregnancy (see Section 7.4.5.1). 
Luísa
• Luísa, who previously worked 
for a company with a strong 
‘male’ organisational structure 
and culture, reported how there 
was reluctance to deal with a 
woman in a leadership position: 
men refused to recognise her 
authority, follow her orders or 
do what she asked them to do. 
She unconsciously adopted a 
stricter and authoritarian 
approach in order to be 
respected. In addition, she had 
to be even more available in 
order to be accepted as equal.
Natália
• Natália reports having had 
problems with suppliers in the 
late 1980s. They ignored her 
for being a woman and refused 
to make contracts with her. She 
believes that such situations 
still exist, although she does 
not have this problem 
nowadays because suppliers 
know her. 
Beatriz
• Beatriz's male counterparts are 
bothered when she expresses 
her opinion or assumes a 
leader’s attitude during the 
management meetings at her 
company.
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Women report impolite treatment not only from their male counterparts or supervisors, but also from 
subordinates, hotel guests, and suppliers: 
I think that, sometimes, because I’m a woman (…) sometimes when I have to get tough with clients, they 
don’t take me seriously, I believe they don’t take me seriously, and I wonder whether if they’d be more 
respectful if I were a man. (Sara) 
Sometimes we have clients that are less careful with language… because we’re women (…) He [a client] 
accused us of stealing his trousers and his belt (…) And I was explaining to him ‘(…) we’re going to see 
who went inside your room’ (…) and he was shouting, shouting,/shouting, I don’t believe he’d have reacted 
like that if he was talking to a man. (Ana) 
My employees are more likely to answer back with me than with my brother (…) and that’s only because 
they visualise someone weaker, in theory. (Cláudia) 
Cláudia believes that such obstacles exist, even when one is working in one’s family business. In her 
case, employees who had been working the company for many years would question her value and give 
her less credibility. This is an example of how gender intersects with age: 
Our employees, in particular those who’ve been working with us for many years, they’d always question 
our value, and the credibility they give us is very reduced, because we’re always labelled as ‘spoiled 
children’. (Cláudia) 
Cláudia also believes that women are more likely to be approached in impolite ways at fairs or similar 
events, although she only experienced such approaches a few times in her life. She recognises that in 
lower positions this type of situations might be more frequent and worse. 
Negative gendered interactions are also the result of strong male homosocial ties and of ‘hegemonic 
masculinity’ (Connell, 1987). Some women report feeling uncomfortable or excluded during male-only 
meetings. Sónia and Ana also felt some tendency to be excluded at the beginning: after Sónia clarified the 
situation, this tendency stopped; Ana had to take the first step and make deliberate efforts in order to be 
integrated and accepted in the group:  
When I was the only one, sometimes they would forget that there was a woman there (…) now it’s easier, 
it’s easier, but before I noticed that, and then they would all leave altogether and I was left there without 
much support (…) when the meetings were over, they would all go out together and forget that there was a 
woman in the group (…) I was sometimes the only one going with them, in fact I have no problems with 
that (…) and then they started to value me more… and in the other meetings… they would ask, ‘look, we’re 
going there, do you want to join us?’ and that’s it. But we have to take the first step, because they felt 
inhibited (…) Before, I had to say ‘so how are you going there? I’m going with you!’. I had to take the first 
step so that there could be then more openness from their side. (Ana) 
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The fact that the number of women top managers in the company has increased, and that they now 
account for a third of all top managers, is highlighted by this interviewee as a positive aspect:  
Fortunately, I’m not the only female manager in [hotel chain] any longer. (…) This makes it easier for me, 
even when there are meetings in the administration… (Ana) 
Women tend to feel particularly excluded in the informal moments associated with meetings, such as 
informal outings thereafter or lunch breaks (the exclusion of women from events outside the workplace, in 
particular from male-dominated networks, is discussed in greater detail in Section 7.4.3.4): 
 
Figure 7.14 Negative gendered interactions: exclusion outside the workplace 
Source: developed by the author 
 
 
The underlying macho mentality reveals itself not only in exclusionary behaviours, but also in use of 
language. Some women reveal how conversations about men’s topics, the use of coarse language and 
sexist jokes, have made them feel uncomfortable and unfit in certain contexts. 
Maria also tells how interactions and conversations during meetings can be different in male-dominated 
environments:  
They don’t see me as a woman. In the beginning they have some courtesy in the meetings (…) but when 
they know me… conversations are not… neutral. They are typical male conversations. There is a huge 
difference between meetings with only one woman or mixed meetings (…) women go straight to the point, 
they engage in small talk for five minutes, and then they go straight to the point (…). But men, no, ‘and then 
the weather, and the politics, and football, and the car, and the new mobile phone, and the brands?’. Men 
value image a lot, whether it is the Rolex, the Hermès tie… and the conversations drag on for about an 
hour around these topics, in that dawdling, getting nowhere, almost breaking the ice. Women, no, we get 
there, we look at them, we have that sixth sense, ‘hmm I see that that guy is like that’. (Maria) 
Raquel
• When Raquel is the only 
woman among nine men during 
negotiations, she sometimes 
feels uncomfortable during 
lunch breaks, as conversations 
are about ‘men’s topics’. 
Dulce
• Dulce thinks that women are 
still excluded from events 
outside the workplace, such as 
dinners, going for drinks or 
participating in sport activities, 
because men feel more at ease 
in male-only groups. 
Laura
• Although Laura initially said 
that she had never felt 
excluded, she later 
acknowledged that women are 
more excluded in such social 
environments. Clients prefer 
participating in these activities 
with other men.
I accompanied groups for 14 
years (…) sometimes there 
are many men in the groups, 
and they feel more at ease 
talking to other men… 
(Laura) 
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Maria states that she needs to use her ‘sixth sense’ and adopt strategies to cope with typically male 
environment in meetings; otherwise, she is excluded from the conversation and left in a vulnerable 
position from the beginning of the session, which is then a great disadvantage during negotiations. Thus, 
she always tries to catch up with the latest news about football results before the meeting: 
When you start having a lot of these meetings [with only or almost only men] it’s good that you can talk with 
confidence about politics, or mobile phones, or light alloy wheels, mostly football, football results, otherwise 
you won’t open your mouth during the first half-hour, forty minutes. And when you’re in a position of 
strategic negotiation, Inês, this leaves you, from the beginning, in a weak bargaining position, and weakens 
you during the negotiation (…) So, I had to learn (…) I don’t know anything about football, but I do check 
the results before these meetings. (…) It’s enough, I don’t need to go much deeper than this (laughs). 
(Maria) 
Luísa worked previously for a male-dominated company, and she had to get used to ‘man talk’ and to the 
use of coarse language, which was frequent among her male colleagues and male subordinates. She 
sometimes had to admonish them because of the language used. Other participants also mention the use 
of coarse language in companies where men prevail. 
When Ana was the only woman in a top-level management position in her organisation, male managers 
would often forget that there was a woman among them and use ‘less appropriate language’ during 
meetings. Now that there are more women in the organisation, this type of behaviour is less common. Still, 
they sometimes say sexist jokes among them, although she does not feel that they are trying to target her 
specifically. She also mentions a supervisor’s joke that had a sexual innuendo: 
I asked my operations manager about some material that I had to bring downstairs and I asked: ‘is your car 
bigger or smaller than mine so that I know if it fits…’, ‘ah, my car is big!’, well, and that kind of jokes, but it 
was just that, I didn’t give it much importance. (Ana) 
Sexist humour and jokes carry hidden messages filled with stereotypes, prejudice, sexual remarks and, 
less frequently, with hostility. Matilde describes sexist jokes among men, teasing each other about being 
homosexual or about clients being homosexual, but states that in her company it is not common that 
sexist jokes target women. According to her, the female majority in the organisation would discourage any 
man to do so. Although these jokes about homosexuals are also sexist, they do not make Matilde feel 
uncomfortable, because she is not targeted by them. It would have been interesting to analyse if 
homosexual co-workers would also regard this kind of organisational culture as friendly. 
Tânia reports how men would make sexist jokes about women in her previous company: 
Hmm… most people are at such a level that they’re careful not to make [sexist] jokes in front of us, but they 
clearly did it behind our backs. But they were careful … their language use was completely different 
depending on if there was a woman in the room or not. Clearly. (Tânia) 
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The way jokes can make women feel uncomfortable is also seen in Maria’s discourse: 
Only I know what I’ve been through to get here… Only when they saw that I worked hard and seriously 
would they respect me… The jokes are always like ‘Maria wears trousers’ or ‘you don’t even seem like a 
woman (…) Or ‘usually it’s not like that’… ‘Availability for this? Are you sure?’ If I were a man they wouldn’t 
even question it. Or ‘I think it’s better if you talk to your husband first’… These expressions and many 
others show all too well what they think, even when they try to disguise it, or even when they unconsciously 
reveal their true thoughts. (Maria) 
Such jokes can be a form of gender ‘micro-aggression’ in disguise (Nadal, 2010). The assumption and 
expectation of traditional gender roles is also a form of gender ‘micro-aggression’: 
The oldest [men]… still have that taboo and prejudice… ‘is she competent?’… Some never said this to me 
very clearly, but almost indirectly… ‘You, young lady, should be at home enjoying your son’, like, go to the 
kitchen, pots and pans and stuff. Many wouldn’t do this openly anymore, but in an unconscious way we feel 
this, I felt this. (Maria) 
It can be concluded that it is not only within organisational boundaries that gendered interactions occur 
and male homosociality is felt, but also outside organisational boundaries, with clients, negotiation 
partners, suppliers or other CEOs. There is evidence that suggests that ‘numbers’ and the sex distribution 
of men and women in the organisation might have an impact on organisational culture, as argued by 
Kanter (1977) and Wahl (1992). In fact, the data obtained in the interviews suggests that companies with 
numerical gender balance at the top have a positive effect on gendered interactions. This topic is analysed 
in greater detail in Section 7.4.5. 
7.4.3.2 Intra-gender relations between women 
In some, studies women have reported to have better relationships at work with men than with women 
(Brownell, 1993b; Kattara, 2005). In Brownell (1993b), women preferred male supervisors. According to 
Wacjman (1998), this a result of women’s internalisation of gender hierarchies. 
Mavin (2006ab) challenged the idea of women as natural allies and addressed negative relations between 
women in organisations, i.e. ‘female misogyny’. Instead of blaming individual women, Mavin analysed how 
the gendered social order contributes to the formation of these relations. As a result of the prevailing 
gender order, women subordinates expect women bosses to be more nurturing and forgiving than men, 
and feel defrauded when women behave like men. In addition, women tend to react to women bosses as 
women, and to men bosses as bosses.  
In the present study, although most research participants consider that gender has no influence in intra or 
inter-gender relations at work, some of the research participants report that female subordinates do not 
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like other women to have more power than them. While Laura states that women are very jealous, Cláudia 
prefers having men in lower positions, since she believes they cause fewer conflicts:  
Sometimes I think that women are worse than men, you know? Because when women are jealous, they 
are terrible, you know? And I’ve already had a female boss and I know the difference. Either she is very 
friendly, or they hate each other […]. (Laura) 
I don’t know if you’ve realised that, but in countries like England, France (…) it is often men who carry out 
tasks such as cleaning, have you realised that? Even in my [other company outside tourism], the sector 
where I have most conflicts is [sector x] where I only have women, that’s true. It’s very hard for a woman to 
accept another woman giving her orders […] they don’t like it when a person from the same gender is in a 
position of authority above theirs. (Cláudia) 
These accounts evidence Mavin’s idea that women are more reluctant to accept a woman above them 
because that disrupts the normal gender order, while it is easier for them to accept a man above them, 
since this is the norm. What is perceived as ‘female misogyny’ seems to be a consequence of women’s 
position in the gender order. In fact, in Maria’s account is visible that when a man is in a management 
position, there is not usually much resistance from either men or women, as this corresponds to the 
normal gender order. Moreover, Kanter (1977) observed that women with little opportunities for vertical 
mobility tend to develop attitudes that are usually attributed to women as a group, but that can be viewed 
as responses to blocked opportunities. 
Laura considers that it is easier to deal with men in subordinate positions. They accept better what she 
tells them: 
They [male employees] just want to go home and watch football. (Laura) 
Maria also believes that men are less complicated. However, she considers that it is harder to supervise 
them, because it takes longer until they recognise her competence and skills. However, after that initial 
stage, they respect her and there are no problems. 
According to Mavin and Grandy (2012), men are perceived to be able to compete and simultaneously 
collaborate and support each other in networks, while women are not perceived to have the benefits of 
homosocial ties in organisations. This is confirmed in Matilde’s account: 
Men protect each other, while women don’t [laughs]. Men don’t enter nor start a conflict with other men, 
unless they’re out to kill. (…) [Men have] a strategy… I scratch your back, you scratch mine, today you 
messed up, tomorrow it’ll be me, so if you don’t say anything, I won’t either. And it works in a circle like this. 
Whereas we don’t. So we need to be much better. And we have to… practically work twice as much, to 
prove ourselves. (…) (Matilde) 
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This idea of women having to work more to prove their value is also present in Maria’s narrative. She says 
that competition between women at the same hierarchical levels is fierce, because women need to make 
more effort than men to advance in their careers: 
 Because… it’s so hard to reach that point, women need to fight much more. Women already have to fight 
against men, let alone against each other (Maria) 
In contrast, other interviewees mention situations of female solidarity, in particular of women being proud 
of other women reaching power positions, or feeling that there is a better environment with more women in 
the workplace. Diana mentions that in the past women showed a certain jealousy towards her, but that 
female clients are nowadays more open, and they even seem to be proud of seeing a woman at the top. 
Maria feels supported by other women who look up to her as a role model and support her: 
If they recognise your value, they are very happy when you are a female supervisor. (…) Sometimes I felt, 
and I still feel that my direct co-workers [and other women] (…) are behind me: ‘go ahead, show them’, 
because they feel the need for someone from their gender, at least someone can prove that we’re not 
stupid, that we have skills. When those times come, women support each other a lot, you know? (Maria) 
In order to have a good work environment, Maria believes that it is important that the women working for 
her recognise her value, knowledge, competence and skills, but also that they feel understood and 
listened to. According to her, women need to be understood if they have to stay at home because their 
children are sick. She says that she ‘earns points’ with them this way, while it is harder for men to 
establish this type of trust and relationship with female employees.  
Contrarily to the female senior managers interviewed by Mavin (2006b), some of the research participants 
in the present study do see themselves as representatives of the interests of women in their organisations, 
and as leading the ‘women in management mantle’ (p. 265), since they contend that they support and 
‘fight’ for women in their companies. Although this may be more rhetoric than effective support, and the 
outcome of women wanting to portray themselves in a positive way during the interviews, it may be 
positive for undoing prejudices of negative female intra-gender relations and ‘queen bee’ stereotypes. It 
may also be a way of challenging the gender order, albeit tackling gendered structures and cultures in this 
case would be a far more appropriate approach.  
In another study, one of the managers interviewed expressed his desire to hire some men as 
housekeepers in order to avoid gossiping in this all-female department (Gentour project, see report: 
GOVCOPP - Universidade de Aveiro, 2015). However, Maria and Diana deconstruct the idea that women 
are always fighting with each other and generate a lot of conflicts in organisations. Both relate that they 
have had mostly women in their teams and have never had any problems, in part because they do not 
allow conflicts or gossiping to take place:  
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I think that [having more women] hasn’t affected us. I’m very strict… (…) I’m not the kind of person that 
appreciates gossip, people usually complain that women are more likely to create problems in companies 
(…) I don’t like those things at all (emphasis), therefore I think all the team got used to rigour and respect 
for one another. (Diana) 
Women know that they’re known for fighting with each other, and a woman that is higher up doesn’t admit 
that women fight with each other, so this is one the first things that women put straight. (…) From then on, 
fantastic. I talk for myself, I’ve never had a problem. (Maria) 
In Wahl (1992), women valued the contact with other women and for about half of them the importance of 
being in contact with other women has increased with age. For some, it is the male-dominated 
environment at work that made them value more female contacts. Marriage and motherhood have also led 
to a greater need of being in contact with other women. In the next section, it will be seen how both these 
aspects influence women’s choices of role models. 
7.4.3.3 Mentors and role models 
Several studies report the importance of mentorship relations for career development, and how women’s 
lack of mentors hampers their career development (Boone et al., 2013; Brownell, 1993b, 1994b; Ng & 
Pine, 2003). According to Mooney and Ryan (2009), some women might not want to progress further 
because of the lack of role models. 
Comparing the answers obtained in this study to previous studies, it seems that the research participants 
in the present study assign less importance to the role of mentors in their careers. On the one hand, the 
majority claim that they have never had a mentor; on the other hand, even those women who have had 
mentors, only describe the contribution of mentoring to their careers when specifically asked about that. 
Only one woman spontaneously mentioned the importance of the career advice given to her by one of her 
mentors. 
The fact that mentorship relations are given less importance by the participants in this study, as compared 
to the participants in other studies, might be a consequence of the fact that a significant part of the sample 
comprised micro and small-sized businesses. In fact, the women who have mentors are mostly those who 
work or have worked for larger companies. The role played by mentors is mostly related with career 
advice, support, discussion of career choices, provision of learning opportunities, support and 
encouragement. Research participants have had more male than female mentors have. In most cases, 
these were managers that had positions above theirs in companies where they previously worked. 
A few women state that they are mentors to other women: 
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Fortunately yes, I was and I am a mentor to some women and men that I’m really proud of. I give them 
support in all the areas that I think that are key for their professional and personal development. I don’t let 
them fall, I warn, I motivate, I push, I support, I nag, I demand, I laugh and I cry with them! (Sónia) 
Women from all business types and sizes identify role models: some indicate successful women that have 
inspired them, whereas others describe men that they admire for their charisma, leadership and 
motivational skills. Others also identify negative role models, with whom they learned what not to do: 
 
Figure 7.15 Examples of positive and negative role models 
Source: developed by the author 
 
Interestingly, many women also mention how their parents were mentors or role models for them, in 
particular their fathers. Due to the frequency of this theme across several interviews, a specific question 
about this topic was added to the interview guide after the first interviews, as well as in the follow-up 
questions that were sent by e-mail. The traits that the research participants value in their fathers were 
those of transparency, truth, honesty, competence, dedication, as well as entrepreneurialism and ‘being a 
fighter’. Tânia describes her father as the most complete model in her life. As to Matilde, she identifies 
both her stepfather and her mother as role models. Her mother was a successful woman without betraying 
her values. Cláudia states that both her parents were a model for her, but in different ways. Whereas her 
father was a self-made man who endured a hard life without giving up, her mother was a model for her 
dedication to the family and for being ‘omnipresent’. She considers that her mother influenced her in terms 
of searching for a balance between work and family, while her father influenced her careerwise: 
The greatest influence that my mum had in my life was in terms of finding a balance between a demanding 
and predominantly masculine professional life, and the feminine dedication to home and family. (…) My 
dad was absent (…) but this absence was never felt, because my dad had a wife that was very present in 
the education of their children, so we never felt neglected. (Cláudia) 
Maria 
(positive)
• Maria refers to a 
group of women in 
similar positions to 
hers in other 
companies, whom she 
admires, and with 
whom she shares a 
feeling of kinship. She 
states that these 
women make her feel 
less alone in a male 
world.
Tânia 
(negative)
• Tânia had a bad role 
model, a male boss 
who was authoritarian 
and did not try to 
establish a 
relationship with 
clients. He would stick 
to his excel 
spreadsheet from 
inside his office, 
obsessed with 
productivity results. 
Francisca 
(negative)
• Francisca indicates a 
supervisor that 
instilled fear, and 
made veiled threats to 
fire people if goals 
and targets were not 
met. 
Ana 
(negative)
• Ana also told how she 
learnt from negative 
role models:
• I started from the 
bottom, so I’m 
perfectly aware of the 
things that you 
shouldn’t do to (…) a 
kitchen employee 
(…), with a low level 
of education. (Ana)
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In these women’s narratives, it is clear how they align themselves with their fathers careerwise. This was 
also observed by Hennig and Jardim (1977), where women senior managers’ identification with the father 
figure was significant for their career success. In the present study, while interviewees associate their 
fathers with excellence in the professional sphere, they do not make such an association in relation to their 
mothers, except for Matilde. In fact, interviewees are more likely to consider that their mothers are models 
not in terms of excellence in their careers, but in terms of balancing work and family lives, or being a solid 
pillar for the rest of the family: 
I had an extraordinary mum… who didn’t work and helped my children any way she could. (Beatriz) 
It can be concluded that most women do not give much emphasis to mentorship relations. The lack of 
mentoring and coaching is visible, but this does not seem to be a career asset valued by the majority of 
these women, aside from a few of them who worked or had worked for large companies. Moreover, the 
mentorship relations described are informal, and not integrated in coaching and mentorship programmes. 
Particularly those that have already worked for large businesses considered that their mentors were 
important for them in terms of guidance and career advice, but no women mentioned that their mentors 
provided them with career opportunities. Most mentors were men.  
As to role models, women identified both women and men, though they admired them for different – and 
gendered – reasons. While they admired their male role models for their charisma or leadership skills, 
some of them indicated female role models that they admired not only for their competence, but also 
because these women also had to balance careers and family, which made the interviewees feel as if they 
shared a kinship with them. Research participants also mentioned bad role models or ‘reverse’ role 
models, and how they learnt what not to do from them. While in some cases participants’ fathers were 
models for them careerwise, their mothers were mostly regarded as pillars of family stability and, in some 
cases, as models in terms of work-life balance. It seems that for women it is inspiring and encouraging to 
see other women being successful, especially when these are examples of women who ‘have it all’ – a 
family and a career. 
7.4.3.4 Networks 
Practically all research participants consider that networking is important. Some even emphasise how it is 
‘fundamental’, ‘vital’, and how it ‘opens many doors’. The most important benefit of networking is in terms 
of career development and progression. In fact, many of the interviewees have managed to get job 
opportunities, including their current jobs, through their connections. Another advantage of networking is to 
improve the functioning of their business and deal with practical aspects, such as transferring guests to 
another hotel when their hotel is full, recruiting new employees, or solving problems through a simple 
phone call. Those who work or have worked in sales positions are the ones who give more emphasis to 
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the importance of contacts. For others, sharing experiences is one of the benefits of networking. Maria 
believes that having a wide, rich international network earned her respect, gave her ‘leverage’, and she 
doubts that she would have advanced as much in her career, in particular having established her own 
network of travel agencies, had she not had these contacts. 
Informants underline how it was important to have contacts at all levels, and not only from the hospitality 
sector. In fact, most women emphasise that it is also important to know people from other areas outside 
tourism, as well as people outside management positions, e.g. suppliers, since they are connected to all 
hotel groups. Teresa emphasises the importance of knowing ambassadors, clients, ministers, and 
entrepreneurs, from all nationalities. Interestingly, it is women who reached the most prominent positions 
in the tourism industry that value international contacts the most.  
It is clear that the more prominent the position reached by the interviewees, the more male-dominated is 
women’s network of contacts. While many women from micro and small-sized businesses state that most 
of their contacts are women or that there is a mix of men and women, women in the highest positions, 
particularly in larger companies, report having mostly men in their network of contacts and participating in 
all-male meetings.  
When asked about whether men and women network differently, about half of the research participants 
say that there are no differences, and that individual differences are rather related with one’s personality. 
Only a few informants believe that women are more communicative and proactive, and that this gives 
them an advantage in networking. For example, Rita states that men are more closed in their networks, 
while women are more open to new ways of enlarging them. 
 However, Teresa believes that women do a terrible job concerning networking because they ‘prefer’ 
dedicating themselves to the family: 
It’s fundamental to know the influential people, both at the national and the international level. Men do that 
very well, women do a terrible job. Let me explain you why… it’s the emotional part. A man, even if he has 
a girlfriend… a single, young man, is in the right place at the right time; a woman with a boyfriend, she’s 
more in love, (…) she rarely goes to cocktails… she doesn’t do it for pleasure, very few do it for pleasure, 
but that networking, they have to do it (…)… Because they have other things to do, they have their parents, 
they have this, they have that, they have those things that women like to do and deal with. Men are 
completely disconnected from that world, they never have anything to do. Men have their career and their 
girlfriend… and they manage it very well. Therefore, men can advance much more quickly than women. 
Then they get married; and it gets even worse. Because a married woman isn’t in the mood for networking 
and she has her husband; then, they have children, and she’d rather go home after a day at work and be 
with her children, it’s the maternal part, there’s nothing wrong with that, but we have to… to be realistic. 
(…) If it’s not well managed, even women from the sales department only do significant networking when 
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they travel to fairs. (…) Sometimes it’s very hard due to the lack of time, very hard… men have a great 
advantage there… a huge, huge advantage. (Teresa) 
While, in this account, Teresa does not problematise the notion of ‘choice’, about half of the research 
participants consider that it is not a matter of women’s choice, but that they are excluded from certain 
types of informal networking, particularly when it occurs outside normal working hours. The underlying 
reasons for women’s exclusion are the following:  
i. women’s lack of availability due to family reasons41;  
ii. men’s preference for other men (male homosocial ties);  
iii. (hetero)sexualised interactions;  
iv. husbands’ jealousy.  
Several interviewees believe that it is harder for women to participate in certain types of networking 
activities because they occur outside the workplace and outside normal working hours, and thus clash with 
family time. For example, Andreia avoids this kind of events because she has children. Although not all 
women feel excluded from this type of networking, they recognise that it is more difficult for women in 
general to participant in these events due to the lack of family support: 
Perhaps what happens is that women don’t have the family support needed to attend this kind of events, 
because they have to be with their children at home, so it’s easier for a man to go. But I think that in the 
future it’s going to be different. (Helena) 
Ana observes that men are more available to engage in networking because their wives or ex-wives stay 
with their children at home, while women do not usually have that kind of support: 
Men are more available (…) most of them are fathers, I know them, this is visible in my company, the man 
has three children, but he has his wife or ex-wife that take care of them, so they can always go to these 
social events. We [women] try, but we have to make a bigger effort, of course. They’re more available, of 
course they are, no doubt. (Ana) 
The way business and networking is done demands from managers availability to be away from the family 
in ‘unsocial’ hours. This hampers the career possibilities of women without family support, who have more 
difficulties to participate in these informal meetings. Hence, Graça believes that tourism is still a ‘male 
world’: 
There is still a lot of business done and contracts closed through ‘contacts’, dinners, group outings at the 
weekend… it doesn’t mean that they go a bit wild or that they take it all too far, don’t get me wrong, but… 
that family life with children isn’t respected… so in this sense I feel that it’s still a male world. Either the 
woman has that availability, or she ends up being cast aside. (Graça) 
                                                          
41 ‘Availability’ is a cross-cutting theme. It is discussed in a more encompassing way in Section 7.4.5.3. 
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Five informants consider that women have more difficulties than men in networking, while men have fewer 
barriers to establishing and nurturing these contacts because they are more available.  
However, in some cases, the problem is not only the lack of availability due to family, but also a question 
of male homosocial ties excluding women from these events: 
It [networking] is important, yes, business is done when you go out for drinks, and go here and there. A lot 
of business is done this way. That’s important.(…) Of course, this is more for men than for women [laughs], 
obviously. (…) Women are very excluded. (Laura) 
In Tânia’s previous company, outside the tourism field, upper-level positions required involvement in old-
boy networks, and it was harder for women to feel included and comfortable with this kind of networking: 
At the career level itself, I never thought that there were… problems to advance in the career, and that’s 
why I reached that level. Why? Because it was very related with technical stuff, and technical and 
management skills… and not so much related with the commercial aspect, which is more aggressive. So 
when you advance as a partner there, you’re expected to get… another kind of results at the sales level, 
and traditionally, at least there, men could do it better, because the people they were dealing with were 
men (…). I mean, it’s not the same thing, they can invite someone to play football or golf, to do that kind of 
things, and it wasn’t easy for a woman to do that. (Tânia) 
This was one of the reasons why she left that company, together with a desire to achieve a better work-life 
balance. 
Matilde describes how men were traditionally hired as contractors, because their tasks included taking 
male clients out for drinks: 
But they were men because in the past the contractor had to take the client for lunch, dinner, parties, drinks 
if the client wanted, so company directors tended to pick men to do that kind of service (…) so as not to 
force a lady to go from bar to bar and so on. But more than a matter of mentality, this was a matter of 
pragmatism. (Matilde) 
Although she does not feel that she has to do that kind of treatment to clients in order for them to like her, 
she has a male co-worker who is ready to do that kind of work if needed. 
Heterosexualised interactions during dinners and outings, which are in some cases borderline sexual 
harassment, are analysed in the next section (7.4.3.5). These interactions seem to be at least as 
problematic for women as the demand for availability, and they represent a constraint. They trigger 
husbands’ jealousy at home, and this increases women’s inner conflict and discomfort concerning their 
involvement in these activities.  
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7.4.3.5 Sexuality 
Sexuality in organisations is an overlooked topic in literature on gender and organisations, although some 
studies have already recognised its importance (Acker, 1990; Hearn & Parkin, 2003). According to Hearn 
and Parkin (2003), sexuality is central for the reproduction of patriarchy in organisations. It is particularly 
important to analyse it in the context of tourism organisations, since the tourism phenomenon is often 
connected both with the sexual exploitation of women and sexual harassment (Adkins, 1991; Gilbert et al., 
1998; Poulston, 2008). This topic has been particularly underexplored in relation to women in 
management in tourism organisations. Sexual harassment was not considered a major obstacle to women 
managers’ career advancement in the tourism sector in some studies (Brownell, 1993b, 1994b). However, 
this does not mean that women did not consider sexual harassment as an important issue, but rather that 
they might not perceive it as a significant threat to career development. Moreover, not all sexualised 
interactions in organisations constitute sexual harassment. 
In Acker’s framework of the gendered organisation, sexuality is implicated in each of the gendering 
processes, although it is not clear how it fits her framework. According to Dye (2006), sexuality may be a 
determinant of sex-segregated jobs (first set of gendering processes), in the case of jobs where sexuality 
is implied, e.g. flight attendants and other jobs that require attractive and young female workers. However, 
sexuality is not usually a determinant of women’s assignment to management positions. According to Dye 
(2006), sexuality may also be implied in the third set of gendering processes, gendered interactions. 
Interactions at work are often shaped by gender power relations, which tend to be reinforced by sexuality, 
since sexuality is ‘imbued with notions of power’ (Dye, 2006, p. 211). In the present study, sexuality is 
more visible as a result of gendered interactions than as a result of the segregation of labour. For this 
reason, it was decided to analyse sexuality in organisations under this gendering process.  
While some participants in the present study state that they do not notice the role of sexuality in their work 
environment, other interviewees share a different perspective. They account for situations that range from 
looks and gestures of a sexual nature to downright sexual abuse. Firstly, the accounts of women for whom 
sexuality does not play a significant role in the workplace are analysed, and afterwards the accounts of 
women who hold the opposite view are interpreted. 
Some of the research participants believe that sexuality has no impact at all or only little influence in 
workplace relations. Three research participants consider that sexuality may have an impact on gender 
interactions at work, but believe this impact to be ‘neutral’ or ‘normal’. Seven research participants claim 
that they have not felt or observed a great impact of sexuality at work. While some interviewees claim that 
their career progress was not a consequence of their looks, others believe that the environment in their 
companies neutralises the effect of sexuality or discourages sexualised interaction, either because there is 
a majority of women in the workforce, hotel guests tend to be older, or because the company is relatively 
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small and has a friendly or ‘family-like’ atmosphere. The interviewees that believe that sexuality may affect 
the work environment and gender relations at work, but that do not feel this effect in their individual cases, 
and consider that it is their attitude that is preventing these situations from occurring. 
In contrast, several research participants highlight that sexuality matters in organisations particularly 
situations of sexual harassment. For example, Natália considers that sexual harassment is very common 
in the tourism sector, particularly in social events, though not being exclusive of this sector. Although she 
has never witnessed any case of sexual harassment either in her current company or in the organisation 
she previously worked in, she is aware of cases in the tourism field in which men would harass women 
whether they were employees or clients. Some men ‘hit on all the girls’ without measuring consequences: 
The day-to-day fact is that in this industry men that work in this industry and (…) who can’t see anything in 
a skirt. This exists in other areas and in tourism as well. There are those who think they are the greatest in 
the street and score with the girls, there are those who hit on everything that breathes, without measuring 
consequences or measuring anything whatever… (…) this is the most normal thing in the world. (Natália) 
According to Natália, while the consequences of these behaviours tend to be negative for women, namely 
in terms of their ‘reputation’, they are positive in the case of men, since they boost their egos. It seems that 
regarding women as sexual objects confirms male gender identity. 
One of the interviewees, who used to work in a destination renowned for sex tourism, reports that there 
were several, yet punctual, problems with sexual harassment involving some ‘VIP’ guests and prominent 
figures. These were mostly politicians and diplomats, and they assumed that any woman would be willing 
to trade sex for money. According to her, sexual harassment was an ‘extremely serious’ problem in this 
context: 
They knew they could do whatever they wanted, that they would leave the country without any problems 
[…] we couldn’t call the police […], but we could throw the guest out, and that’s what we did. (Anonymised) 
Despite the safety and surveillance system of the hotel, she accounted for a situation in which a female 
room cleaner was raped by a male client, but the offender was left unpunished. This research participant 
considered that nowadays it would be possible to present a complaint and not let the perpetrator get away 
with it, since laws have become stricter. The hotel provided the victim with psychological support for a long 
period. 
In contrast to male sexuality, female sexuality is not a source of power for women. It has to be ‘under 
control’. It is women’s role to be aware of that and control their appearance and behaviour, so as not to 
display their bodies in provocative ways. Therefore, two aspects are crucial in the self-control of female 
sexuality: the right attitude and appropriate clothing. Kantola (2008) also underlined the importance of 
women dressing up in the right way, in order to conform to the norm. 
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Although several participants mention that sexuality has not played any role or has had any effect in work-
related interactions, most of these women do mention the importance of maintaining a certain attitude. 
This is an indirect acknowledgment that sexuality does play a role in organisations. This supports the idea 
that although it is men’s sexuality that dominates the organisation, it is women’s sexuality that is visible 
(Wahl, 1998). For Beatriz and Helena, ‘everything depends on the woman’s attitude’, and it is a question 
of body language and of not ‘sending’ ‘certain messages’. According to Beatriz, even if a woman is 
showing some cleavage, there are no problems if she has the right attitude, i.e. if her attitude is the 
‘antithesis of provocation’. Helena, Luísa, Andreia and Matilde highlight how they have always ‘maintained 
distances’ and ‘put up a barrier’ at work to avoid this kind of situations. Being sure of oneself and having a 
professional attitude is also important, as it ‘cuts out 90% of problems’ (Teresa). For Teresa, women are 
partly guilty for inciting such male behaviours. Matilde clarifies how she maintains some distance: 
What I’ve done until now is to create a bubble. (…) I’ve always been able to maintain my distance… 
without looking distant. [I’m] very kind, very pleasant, but that’s it… at arm’s length… (…) there’s a space, 
there’s a distance, and (…) everyone understood how far they could go. The bubble is the most important 
thing. When I started in the tourism field I was [very young]… pretty… sweet… it could lead to a 
tremendous confusion, (…) but at the first opportunity I would talk about my husband, my partner, my 
boyfriend, at the beginning. (…) And why, because that distance is healthy and important to avoid 
problems. (Matilde) 
Participants mostly provide examples of situations when sexuality played a role with individuals from 
outside their organisations, i.e. clients, hotel guests, suppliers or partners from other tourism 
organisations. Such situations are less likely to occur with their own co-workers or supervisors. Some 
women mention some strategies for dealing with situations when certain sexualised behaviours escalate 
or there is the environment enables such behaviours to emerge. 
Some women mention some strategies for dealing with situations when certain sexualised behaviours 
escalate or there is an enabling environment for such behaviours to emerge. Rita illustrates this: 
Being a woman, sometimes when you go to a dinner, or you have to get a drink with a client or supplier… 
(…) now and then some unpleasant things happen, either because the supplier or the client think that they 
can start behaving out of line and try to hit on you… (…) sometimes there are situations that are not very 
pleasant (…) and you have to know how to manage them with tact, because if you’re with a client or a 
supplier you can’t be unpleasant, you can’t react the same way you’d react in your personal life You have 
to know how take it smoothly so as not to offend, but at the same time say that we are here working, we’re 
not here having drinks because we’re friends, we’re here for a business meeting. It’s noticeable, 
particularly in men older than 45, that they always try to be charming… or seduce a bit… but at the same 
time if we know how to dot the i’s and cross the t’s, then they also back down very quickly. (Rita) 
Laura also mentions that this kind of situations is very frequent and very unpleasant:  
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It happens every day (…) but it’s part of the business. And we have to deal with it in a very diplomatic way 
‘ha ha ha’, you laugh, you pretend it’s not about you and all (…) Because people can’t distinguish very well 
between the business part and the part of ‘‘you’re way out of line here’. (Laura) 
For Rita, being a married woman commands more respect. One of her strategies is also to allude to her 
husband during these meetings and dinners: 
Having a ring on your finger still instils some respect for some [men] (…) and there’s always a graceful way 
of throwing into the conversation how happy you are in your relationship with your husband, and also ‘look I 
have to go now because my husband is waiting for me’. There’s always a graceful way out of it, isn’t there. 
(Rita) 
The idea that it is important not to embarrass the client underlies both Laura’s and Rita’s statements. 
Matilde also argues that: 
If one day I have to tell a client ‘you went too far’ or if I have to slap him, I’ll do it, but what I have to do is to 
avoid that moment (…) and my attitude is going to determine that. (Matilde) 
Diana states that male clients are very often attracted to her, but they do not make advances. In her 
opinion, it is her caring and respectful attitude that creates a natural barrier. If someone tried to make 
advances, she would immediately react, although she cannot describe exactly how she would do that. For 
her, it is also important to get around the situation without upsetting the client. 
Most women agree that it is important to be careful when choosing what to wear. It can be interpreted that 
women need to be aware of their bodies and their sexuality, and ‘control’ them through appropriate 
clothing. Maria believes that showing too much cleavage does not bring advantages. Although she 
believes most men are not disrespectful in such situations, wearing a cleavage often leads to distraction, 
indiscreet looks, as well as shifting of the tone or the topic of the conversation. Some men will start 
exhibiting their ties or their brand socks to the lady. This can leave a woman in a weaker position during 
tough negotiations. Maria becomes unfocused with such behaviours, which sparks her desire ‘to slap or 
kick’ the other party: 
We [women] still have other problems. You only notice that at the beginning, then you get over it, but you 
still have the problem of harassment. You have to take care with the way you dress, because if you don’t… 
even unconsciously for some…there’s prejudice, taboo and distraction. If your intention is to distract, then 
that might be good, but then you won’t be at the same level. Imagine that you’re wearing a something with 
a plunging neckline… For a woman, a man may be naked and it doesn’t make a difference (…) I have to be 
very careful (…) because if I show a bit more cleavage or something more provoking in some situations, 
like tougher negotiations, it’s complicated. Because he won’t be listening to what I’m telling him, it gives rise 
to other types of conversation, you see. Or it doesn’t give rise to anything, but it leads to certain looks and it 
bothers you, and you get distracted and don’t concentrate as well (…) and when you’re in strategic 
negotiations, you have to cut out all these distractions, because you need to be fully focused. (…) People 
326 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
think that you get there and you show a lot of cleavage, and that everything is solved. No, no, if you get 
there and show a lot of cleavage you won’t be able to concentrate, because men will look, and some aren’t 
discreet, and then they start being nice in a different way, and then if you’re pretty… Men can’t resist, they 
have a natural tendency to look. (…) And it’s not that they don’t respect you, because they’re gentlemanly, 
but you can notice the looks, the jokes… (…) showing their socks to the young lady, the Hermesse tie, the 
Paco Rabanne socks, you know what I mean? (Maria) 
Francisca claims that it is important to follow the dress code in the hotel sector, which is very classic: suit, 
blazer and skirt in dark colours, which is not distracting for the opposite sex. Tânia also considers that 
there are no problems provided women do not dress in a showy way.  
Matilde also considers that provocative clothing is inappropriate and may give the wrong idea: 
I’ve never gone to work with very revealing tops or very short skirts; and why? Because I am what… I 
appear, I show what I want to show and what I want to be. And if I want to be respected for what I am, then 
I’m going to dress accordingly (…) I’m not going to wear jeans or have revealing cleavages for a meeting 
with a client where I want to convey the image that I’m a serious person, that it doesn’t matter whether 
we’re talking to a woman or a man, we’re talking to a serious, professional person. (…) The way others see 
me is conditioned by the way I present myself. (Matilde) 
Moreover, some research participants claim that their husbands become jealous of the contacts they 
establish with other men in the sector. Therefore, the issue with business dinners is not only the 
interference with work-life balance and family responsibilities, but also that it may be wrongly interpreted. It 
may stir up jealousy in their husbands and lead to conflicts: 
Interviewer: How do these contacts [dinners with clients, etc.] have an impact on your professional life? 
Laura: In the divorces [ironical laugh]. It’s very complicated for you to be married and say ‘Look honey, I’m 
going to have dinner with a client and I’ll be right back’, ‘What? No’, it’s something completely… ‘Only you 
and the client or is it a large group?’, ‘No, it’s just me and the client’. It’s very, very hard. (…) You can 
manage it for some years, but no longer than that. You can’t. People can’t stand it. The human being isn’t 
formatted to accept that… Men in particular are not formatted to accept that part of women’s lives. They 
aren’t. There are no chances. And I think that there will never be, you know? (…) When you’re in a more 
serious relationship, forget about it. There are no chances, it’s over… And for us it’s complicated as well, 
isn’t it, but we accept much more than men, men don’t accept that from women. 
As a result, nowadays, Laura only has lunch with clients instead of dinners: 
I have some social life around that, but not with all the clients. I do that with some of them, sometimes I 
have lunch with some of them, I don’t have dinners with them anymore. I used to have that kind of life a lot, 
‘we’re going out for dinner and then have a few drinks, I used to do that. (…) [Nowadays] obviously I don’t 
go out for dinner, because I can’t be doing with that any more, I did that for many years (…) Now 
sometimes I go out for lunch, ‘oh so I have time for lunch, is it ok to have lunch?’ and you do things 
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 327 
differently, you manage things in a different way. Because having lunch doesn’t look that bad, you see, but 
having dinner looks really wrong. (Laura) 
Rita’s husband is sometimes jealous when she goes to certain dinners with clients. However, there is not 
a lot of conflict since she believes relationships must be built upon trust and, besides, he got used to her 
job requirements: 
Sometimes it’s unpleasant when I tell him ‘look, tonight I won’t have dinner at home because I’m going to 
have dinner with a client or a supplier’, it doesn’t go down well, but since we’ve been together for many 
years, he got used to dealing with jealousy [laughs] (Rita) 
Maria also emphasises the importance of trust in marriage, because she almost only has contact with 
men, not only in meetings, but also when she travels abroad: 
Marriage has to be strengthened on the basis of trust, because there’s no way to control it, and if there’s no 
trust, you can’t make it, especially with my kind of lifestyle, it’s impossible, because I only deal with men, all 
my contact numbers are from men, my e-mails are from men, and when I go abroad, I sometimes have 
three women and 20 men in tourism inspections, it’s complicated, so it demands a lot of balance… (Maria) 
Sexuality may not be the product of gendered interactions, but may be part of the tourism product to be 
sold. In the case described below, the woman interviewed is complicit with the commodification of 
women’s bodies and sexuality: 
I used to have clients that talk to me, men (…) they thought they were talking to a man. I’m going to give 
you an example (…) ‘we’re abroad (…) in Brazil, can you get us some girls so that we go and have fun?’. 
They felt comfortable to ask me this, they already knew me, they already knew how I work, and I, for me 
that was work, I’d get them the girls they wanted, as long as they paid, for me that was a service like any 
other. (Laura) 
Some women point out that in some cases sexuality may have positive consequences for women. For 
Diana, this kind of attention is flattering and good for the ego, and she does not feel disrespected or 
uncomfortable with this:  
Some of them [male clients] look as if they were melting [laughs] […] but it’s nice, I feel proud, I don’t know, 
to be honest… […] It’s good for your ego, that’s true. (Diana) 
However, it is important to bear in mind that she is an entrepreneur and in a position of power in relation to 
her hotel guests. A question that could be posed is whether she would interpret these situations the same 
way, were she in a more ‘dependent’ or powerless position. It is possible to assume that she could feel 
under pressure or not at ease by this sort of male behaviour. This shows how sexuality in organisations is 
related with power issues. 
328 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
Some interviewees state that women might be preferred for front-office positions, and that clients might 
prefer dealing with women. The reason for this is that women are assumed to have some characteristics 
that are important in these positions, i.e. dedication and attentiveness. Some interviewees also state that 
beautiful women are preferred by employers as a vehicle to attract clients. This shows how certain tourism 
jobs are construed as ‘emotional’ and ‘aesthetic’ labour (Hochschild, 1983; Walkowitz, 2011). However, 
the participants do not consider that these aspects have influenced their management careers. This may 
be explained by the fact that management is not construed as ‘aesthetic’ labour.  
Sónia believes that although young and beautiful women may be preferred over men for certain kinds of 
positions, men may gain advantage in the long run because they are more available. However, it should 
be borne in mind that not all women are beautiful and young and, as such, only a minority may benefit 
from this ‘advantage’. Therefore, one could also ask the question of whether these consequences of 
sexuality are an actual advantage for women. For Nadal (2010), this kind of ‘aesthetic labour’, where a 
woman’s worth is equated with her physical attractiveness instead of her experience or qualifications, is a 
form of ‘gender micro-aggression’. 
In fact, Helena states that if a woman is very attractive, other people will never see her as having 
advanced due to her skills and competence. This hints that women’s sexuality plays more of a negative 
than a positive role in their careers, even when it is seemingly positive. Women may be assumed as 
incompetent and to have relied on their physical attributes to climb up the career ladder. However, Maria 
refers that once one gains credibility, this kind of prejudice tends to disappear: 
If they already know you and you have credibility in terms of work, Inês, there’s less of that prejudice that 
the woman progressed… because strings were pulled, or to be more direct with you, because she made a 
name for herself horizontally [i.e. by sleeping around]. (Maria) 
It can be concluded that the interviewees do not view women’s bodies and the display of their sexuality as 
a source of power. On the contrary, these aspects can weaken their bargaining positions. These women’s 
accounts of sexualised interactions in the workplace deconstruct the idea of women attaining goals and 
climbing the career ladder for using their sex appeal. They try to distance themselves from this 
stereotypical idea and highlight how this stereotype can actually work against women. In fact, many of the 
interviewees express how they are constantly aware of their bodies and sexuality, and how do not act in a 
natural way but in a defensive way to avoid undesired attention. This confirms Wahl’s (1998) that women 
need gender-neutrality in order to be regarded as competent and business-like, while male leadership 
confirms male gender identity. 
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7.4.4 Internal gender constructions 
The fourth set of gendering processes concerns the internal mental work of individuals and the gendered 
interpretations of one’s position and chances in the organisation (Acker, 1990, 2012). These individual 
gendered identities are simultaneously constructed in the workplace and brought with the individual into 
the organisation, and they are formed and changed as men and women participate in work processes 
(Acker, 2012). For example, in Kantola (2008), women regarded their positions in their department as 
marginal. In other studies, women reported that they felt that they had to work harder and make more 
sacrifices than men in order to be recognised and given chances for career development (Brownell, 
1993b; Catalyst, 2007; Galinsky et al., 2003; Gregg & Johnson, 1990; Kattara, 2005).  
Graça considers that women in management are not yet regarded in a very positive way and, as a result, 
they still need to assert themselves. Maria believes that opportunities are not the same, since ‘a man 
arrives and rules’42 and is assumed as competent from the beginning. Several research participants 
believe that women have to be very competent in order to be accepted, recognised and regarded as 
equals. Therefore, they consider that women have to work more, make more effort, show competence and 
availability or be better than men in order to be as visible, credible and as recognised as them. Only then 
can they reach the same positions, and earn the same respect and recognition: 
People don’t usually say this and pretend it’s not like that. But I know what I’ve been through to get here 
(…) Only when they saw you’d earned your stripes and your hard work would they respect you a lot. 
(Maria) 
Some interviewees believe that this trend is more visible at the beginning of the career, since men are 
more likely to be regarded as competent professionals. Although Graça states that she has never felt 
excluded, she also admits that she had to be stronger and assert her ideas at the beginning of her career, 
until she gained credibility. 
Therefore, as analysed in Section 7.2.4, investing in education was a way for women to attain additional 
status and credibility, and for ‘first impression management’. According to Maria, women need diplomas 
more than men in order to assert their credibility, while men are assumed to be competent until proven 
otherwise.  
In addition, the demand for availability is so ingrained in the organisational culture, that it influences the 
way women conceptualise themselves within organisations and construct themselves as economically 
active beings. Since they want to be perceived as professional, they make high demands of themselves, 
both in terms of results and being available for work. In most cases, the long working hours reported by 
the research participants are not only the result of explicit demands of their organisations, but also of 
                                                          
42 Adapted from the Portuguese idiomatic expression: ‘O homem chegou e reinou’, meaning that someone stepped straight to a 
position of power or status immediately, ‘upon arrival’, without having to prove themselves. 
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demands they make of themselves. However, these demands are in reality an internalisation of gendered 
beliefs and values in the organisation, and a way of responding to the organisational culture. This 
requirement for availability and long working hours is so ingrained in the organisation and the tourism 
sector, that it even becomes an ‘internalised’ obligation.  
For example, Ana considers that working so many hours a day is a result of the demand she has on 
herself. Margarida also feels that she has the obligation to work many hours. However, this seems to be 
more than an explicit demand from the company because she says that she does not feel productive 
unless she works many hours. She says has to fight against this tendency, because having time for extra-
work activities, such as sports, is important for work performance. Even the choice of hobbies and 
participation in sport activities is construed as indirect contribution to work, which shows how these women 
are under pressure to perform. Margarida considers that women are partly guilty of this mentality of long 
working hours and ‘constant availability’ in an unconscious way: 
It can still be seen that women need to work more in order to reach the same positions. Women are also 
guilty of this. We’re the ones who unconsciously contribute to that. We’re very keen, we spend a lot of 
hours at work’. 43 (Margarida) 
The last quote evidences that women are aware of their position in the gender order in the organisation. 
Therefore, practically all of them believe that they need to prove their competence, skills and availability 
before they are regarded as equals with men.  
Women’s internal gender constructions may also influence how they perceive themselves as fit or not fit 
for certain occupations. As previously observed, Tânia felt unmotivated to advance in her previous 
company because of the entrenched male culture at the hierarchical level above hers. The existence of a 
male culture at higher hierarchical levels or of male-dominated areas may discourage women from either 
advancing to more senior positions (as in Tânia’s case), or to apply for jobs in these areas (e.g. no women 
applied for management jobs in the transportation department of Matilde’s organisation). 
Internal gender constructions cannot be ‘witnessed’, just experienced (Dye, 2006). It is even hard for 
interviewees themselves to capture their own inner workings as they make sense of the gendering of 
organisations and their own gender identities. Hence, as contended by Dye (2006), this process is more 
difficult to assess than the others. 
                                                          
43 Margarida: “Ainda se verifica que as mulheres têm de trabalhar mais para chegar às mesmas posições. Também é culpa das 
mulheres. Somos nós que inconscientemente também contribuímos para isso. Somos muito sôfregas, queremos mostrar muito, 
passamos muitas horas no trabalho.” 
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7.4.5 Gendering processes: cross-cutting themes 
‘Pregnancy’, ‘the importance of a critical mass of women’ and ‘availability’ are all cross-cutting topics that 
are visible in all four sets of gendering processes, and show how these are intertwined. Hence, they are 
analysed in this separate section. 
7.4.5.1 Pregnancy and the organisation 
It is important to analyse how organisations handled interviewees’ absence during their maternity leave, 
and how interviewees themselves organised their leave periods. There are great differences in the way 
maternity leave was handled in the case of entrepreneurs and of employees. In both cases, interviewees’ 
narratives reveal both positive and negative experiences. The causes of women’s positive and negative 
experiences are outlined in Figure 7.16 and are accounted for in the current section. 
 
Figure 7.16 Determinants of research participants’ positive and negative experiences in organisations during pregnancy 
and nursing periods 
Source: developed by the author 
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related with favourable organising processes and a positive culture in their organisation. In these cases, 
their experiences were positive mostly because they felt supported by their teams or supervisors, there 
was a positive atmosphere, and they left everything organised in the company before childbirth.  
In fact, the most frequent solution reported by the research participants was delegating their tasks to other 
team members, mostly to middle managers, in addition to being reachable for clearing any doubts. For 
most participants, this situation was easily manageable, since they organised everything prior to going on 
maternity leave. They also felt supported by their teams. For example, Francisca states that there was a 
supporting environment in her company during her pregnancy: 
When I got pregnant I was working and I had total support from the director (…). He gave me total support, 
and I was all happy that I was pregnant, and told me that it was a woman’s right, and that you shouldn’t 
think that a woman is less capable just because she’s pregnant. (Francisca) 
Additionally, the fact that all her female directors were mothers contributed to her work environment being 
particularly family-friendly. Laura also reported a positive experience during her first pregnancy: 
I used to work until midnight, or even 1 or 2 a.m. (…) and when my daughter was born (…) the director told 
me ‘you must be available for your daughter, if she’s sick or if you can’t come’, they didn’t discriminate 
against me or told me ‘look, it can’t be like that’ (Laura). 
A research participant was invited for a promotion during her maternity leave. She returned to work one 
month before the leave ended and during the third month, she was already working from home. Although 
this meant some sacrifice of her family life, she regarded this promotion as an opportunity and as a sign of 
trust from her company: 
When my youngest daughter was born (…) they offered me a promotion and she was three months old, so 
I ended up only enjoying four months of the maternity leave and in the last month I was already working 
from home. (…) I was not penalised for being on maternity leave, quite the contrary, they called me, saying 
‘Can you work from home in this last month? We need you to take up this or that task additionally.’ 
(Anonymised) 
Other informants, despite not having any children at the time of the interview, reveal situations in their 
organisations that evidence the existence of a positive work culture. Graça states that, in her company, 
when a worker gets pregnant, the procedures are relatively easy and there is no conflict between the 
company and the woman. Some entrepreneurs also tell about the way they manage their employees’ 
pregnancy and parental leaves in their organisations. Beatriz stimulates her workers to enjoy the maternity 
leave, and observes that nowadays women are less afraid of enjoying their maternity leaves than some 
years ago.  
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Despite this evolution, some women are still afraid of getting pregnant and enjoying their maternity leaves. 
For example, one of Cláudia’s employees wanted to get pregnant and requested a meeting in order to 
know if she would be fired for getting pregnant: 
Something that shocked me a while ago, because although I know that exists, it doesn’t exist in my 
company, was… I have an employee that wanted to get pregnant and that wanted to have a meeting… she 
asked to talk with me and my brother, because we are the managers of the company… And then she 
asked us… well she has been working with us for seven or eight years… and told us that she wanted to get 
pregnant and if we would fire her for that… I can tell you that really touched me, of course it’s going to 
cause some imbalance, but nothing that can’t be overcome. (Cláudia) 
Margarida believes that despite the improvements, women may still be afraid of getting pregnant and 
losing their jobs: 
Maybe inside women are afraid… of losing their job (…) they always have that fear, because after all we 
are the ones who get pregnant, not men. (Margarida) 
In fact, not all organisations are supportive of pregnant women. Before opening her travel agency, Tânia 
worked outside the tourism sector in a male-dominated field, where there was some patronising towards 
women, and where the existence of a male culture was evident. The leader of this company used to say 
that he agreed female employees should have children, because when they were given that possibility 
they were ready to come back and work twice as hard. Tânia deconstructs his discourse and says that 
what his actual views on gender were that whoever intends to reach the top has to behave like a man, and 
‘pretend to be a man’. 
In this company, she felt that women had to work twice as much to reach the same positions. She also 
considers that it would have been hard for her to have children if she still worked there, since a lot of 
dedication and long working hours would be required from her, had she further climbed the ladder there: 
If a woman planned to have a child while working there (…) it’d be hard to manage being a mum and 
having that kind of work, because it demanded a lot in terms of working hours and dedication. It’s not that 
my work nowadays doesn’t demand a lot of hours and dedication, but since there’s flexibility, I can get 
around it. (Tânia) 
Teresa also stated that some male managers think that women are ‘annoying’ because they get pregnant. 
In Mooney and Ryan (2009), some women pointed out that it is key to remain with the organisation a 
considerable amount of time before having children, so that at the moment they become pregnant, they 
are already recognised for their skills and excellence. This was also the strategy adopted by another 
interviewee, who postponed her pregnancy, and of other women who were postponing their pregnancies 
at the time of the interview. Still, she endured discrimination during her maternity leave: 
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I noticed some pressure after having my child (…) I was the first woman manager in this group, which was 
totally male-dominated until then, and it still has a macho mentality (…) [They were] keeping a check on the 
time I arrived and left (…). I felt that there was control… after childbirth… because I had maternity leave 
and they weren’t used to it but I did it, and this was like a disease to the operations manager (…) The 
compulsory leave is two months, and in the company they expected me to only take those two months, but 
I took the four months that I had the right to… (…) and as I was the first women in the group taking 
maternity leave (…) they didn’t take it well. They were asking me… demanding… to return to work and I 
said no. (…) I felt pressure for becoming a mother, but not anymore. (Ana) 
There was a sexist mentality, but she defied her supervisors and decided to enjoy the full maternity leave 
against their will. When she returned to work, her supervisors started to exert more control over her 
schedule, in order to ensure that she was physically present at the hotel. This was the worst example of 
how a company dealt with an interviewee’s pregnancy.  
Even when the organisational culture does not seem to pose obstacles to women enjoying their maternity 
leaves, this can still be a period filled with tensions. Rita did not have a conflict with the company, but an 
inner conflict with herself, due to the clash between her professionalism and her mother role. Since she 
gave birth immediately before the peak season, she voluntarily decided to interrupt her maternity leave in 
order to ensure an orderly flow of business in her company during this crucial period: 
The most difficult moment, I can tell you about one that affected me a lot, (…) when I became a mum (…) I 
was already in operations management at the time, and I had to split my maternity leave into two parts, 
because I had to do the high season and I had to leave my little daughter, only two months old, and stop 
breast-feeding. (Rita) 
Although she recognises that it was her own decision, her discourse reveals some persisting feelings of 
guilt or even regret, as she underlines it was a very difficult moment for her. 
At the time of the interview, one woman was eight months pregnant, and she felt uncomfortable that the 
company had already hired a man to substitute her during her leave. Although she had a permanent 
contract, she was unsure about what would happen when she returned to the workplace. The comparison 
of the interviewees’ experiences suggests that it is important that the employers and employees openly 
discuss how maternity leave periods should be covered in the organisation.  
Nonetheless, even when the organisational culture is favourable, pregnancy discrimination may still occur 
as a result of negative interactions: 
My worst moment was being persecuted at work by one of my bosses when I was pregnant. When I got 
pregnant I had been invited to [a management position] (…), and that man, because he’s a moron, not 
because he’s a man (…) and because he was one of the most unscrupulous people I’ve met in my whole 
life, he bullied me, and this was the hardest moment [in my career]. Understanding where the line was 
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between what I could handle, and where my health and my child’s health were at risk because I was 
pregnant at the time (…) If it were now I would have handled it in a completely different way. Because he 
saw a chance to take out an element that might be against him in the future, and he took that chance (…) 
Aiii… I have always been very demanding with myself, and sometimes this makes us make this kind of 
mistakes. He’d send me e-mails non-stop and then two hours later he’d send me reminders of the 
reminders of the reminders, constantly. I was pregnant for seven months when I was answering e-mails 
until 7 a.m… just to get rid of him. I could have had a different attitude, but I didn’t… I wanted to prove that 
just because I was pregnant I wasn’t worth any less. (Anonymised). 
While, in Ana’s case, chauvinism pervaded the company she worked for and was ingrained in the 
behaviour of top-management and in the organisational culture, in Matilde’s case, the bullying was 
perpetrated by a single individual who deliberately acted in unscrupulous ways in order to try to harm her 
and ‘eliminate’ her as a competitor for the same positions. Hence, Ana’s discrimination was mostly a 
consequence of organisational culture, whereas Matilde’s bullying by her supervisor fits the third set of 
gendering processes, i.e. gendered interactions.  
Although none of the remaining interviewees have experienced any overt discrimination as a result of 
pregnancy, Sónia and Cláudia have observed situations of women being discriminated against for being 
pregnant, and Cláudia knew of women in that situation who were even fired. There is a perception that 
pregnancy-related discrimination is still commonplace. 
As to the research participants who are entrepreneurs, the boundaries between the period right after 
childbirth and the period thereafter were more fluid. Most of them did not enjoy a period of leave at home 
and detached from work, but kept involved in their businesses while nursing their children. The period after 
childbirth was more demanding for these women because it was harder for them to delegate their 
responsibilities to other workers. It is possible to assume that the fact that entrepreneurs’ businesses were 
small led to more difficulties in the delegation of their tasks to other team members. The advantage of 
being entrepreneurs was that they had greater flexibility and were able to bring their children to the 
workplace when needed, including for breast-feeding at the office. In addition, the women who worked in 
family businesses had a family network nearby that supported them and their children.  
Tânia’s case was an exception. The fact that she had a business together with other partners made it 
possible for her to stay away from the travel agency during the first month, since her business partners 
took on her responsibilities during that period. In the following three months, she started doing some back-
office work from home. In contrast, Laura was working on the day after giving birth. She had become an 
entrepreneur at the time, and she describes the phase after having her second child as ‘a horror story’: 
Listen, I had my son (…) almost two years ago, and the day after he was born I was issuing tickets, and the 
people would call me… (…) and nobody knew I had been pregnant because I do most of my work by 
phone or email… (…) While, if you’re working for a boss, you hand over your work to a colleague, and 
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that’s it! You go home, completely relaxed, they call you once in a while, completely different. On your own 
account you have the responsibility, your subsistence depends on it. (Laura) 
This narrative sends us to an article published in the 1990s, which documented how a woman had a child 
by Caesarian section over weekend in order to avoid missing work (Martin, 1990). Besides, Laura’s 
experience, as well as the experience of other women entrepreneurs, shows how having fluid boundaries 
between family and work may not be necessarily beneficial in all circumstances. 
Although almost half of the mothers interviewed had their children after it became possible to share the 
parental leave between both parents, none of them reported having done this, except the research 
participant who was pregnant at the time of the interview, who planned to share her leave with her 
husband. This shows how the traditional division of gender roles is still ingrained in Portugal. 
7.4.5.2 Organisational structures and the importance of a ‘critical mass’ of women in 
management 
The numerical representation of women and men in the organisation and their distribution in the hierarchy 
may influence gender relations and gendered constructions of leadership (Hearn, 2010; Wahl, 1992). 
Some studies contend that having a ‘critical mass’ of women in the organisation, particularly in 
management, is important to achieve organisational change (Desvaux et al., 2007; Kanter, 1977; Wahl, 
1992, 2001). 
In this section, it is discussed whether women and men’s representation in the organisation and 
distribution in the hierarchy influences the way an organisation is gendered. While some interviewees 
believe that these aspects have an impact on gender relations and the organisational culture, others 
consider them irrelevant. However, even some of the women who initially discard the importance of 
gender balance, make contradictory statements during the interview that suggest the relevance of gender 
balance in the organisational setting. 
In fact, interview data suggest that companies with more women at the top may have more women-friendly 
work cultures, in contrast with more male-dominated organisations. From the analysis of women’s 
discourses, it is noticeable that, in companies with more women at the top, there is a more goal-oriented 
approach, less focus on ‘presenteeism’ and physical presence at the workplace, as well as greater 
flexibility and respect for employees’ work-life balance: 
I confess that in the team I work for and report to, all female directors in this department are also mothers, 
and perhaps for that reason they understand why you sometimes have to leave at seven sharp or half past 
six, or why you have to take your kid to the doctor, and therefore I don’t feel any discrimination for having a 
baby. (Francisca) 
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This quote shows how gender structures may affect the internal gender constructions of individuals. The 
family-friendly environment in Francisca’s department makes her feel that there is no conflict between 
having a family and having a career. 
Moreover, it seems that having a majority of women at all hierarchical levels in the organisation also 
results in a better ambience, with more ‘laughter’, and where women feel more at ease: 
The only difference is that maybe there is a little bit more … [smiles] a little bit more laughter, a little bit 
more, sometimes during lunchtime […]we talk about things that men wouldn’t probably talk about. (Teresa) 
Other participants also believe that the existence of a majority of women in their organisations contributes 
to the fact that they do not notice the effect of sexuality at work. This seems to be another sign of the way 
gender structures affect organisational culture and gendered interactions. 
An environment with more women might also influence the type of language used. Matilde claims that the 
use of sexist language is probably less widespread in her company because women are the majority of 
employees, and only one of the business units in the company is managed by a man, who ‘has 
impeccable manners’. She facetiously says that if men in that business unit made sexist remarks ‘they’d 
be brought crashing down’ by their female co-workers: 
They would be slaughtered because 90% of the people working there are women [laughs]. Well, if not for 
anything else, their fear of being lynched would be very strong. (Matilde) 
In contrast, male-dominated companies and environments seem to pose obstacles to women, and to 
negatively affect organising procedures, the organisational culture, interactions at work, and even internal 
gender constructions. In such organisations, there are increased expectations of long working hours, 
overtime work, and a greater emphasis on physical presence (See Section 7.4.2.2), and some 
interviewees also report greater ‘resistance’ to women. For example, one informant compares the two 
hotel chains where she has worked: 
The international group ‘X’ has practically the same number of men and women as hotel managers… I 
believe they have a different mentality. I felt it while I was there (…) Here I feel more… resistance… 
(Anonymised) 
According to this interviewee, there is more ‘resistance’ to women in the Portuguese hotel chain where 
women are under-represented at the top, than in the international chain where there is a numerical 
balance between male and female hotel managers. 
Moreover, a woman from a male-dominated company reports that her period of pregnancy and leave was 
not well understood by her supervisors, since she was the first female manager to get pregnant in the 
company (See Section 7.4.5.1). 
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Two women are happy that the number of female managers has increased in their companies, since they 
feel less excluded. However, these companies are still a male world: the male norm is still predominant, as 
evidenced in the example of male managers smoking in the presence of pregnant colleagues during 
meetings. The prevalence of male culture is more visible at the chain level, where men prevail among the 
top managers and directors, and not so much in the hotels where they are the general managers, since 
the majority of workers are women. 
The impact of gender structures on interactions and behaviours is not only visible at the organisational 
level, but also at the inter-organisational level. Many women feel the prevalence of a male culture reflected 
in interactions during male-dominated meetings, such as meetings with other CEOs, which makes them 
feel excluded or uncomfortable. Certain language patterns and gendered interactions in such 
environments show how gender power relations are imbalanced, and how masculinity is the norm in these 
contexts. The fact that some women feel the impact of such gender power relations in meetings with other 
companies but not within their own organisations suggests that their companies may be the exception 
rather than the rule. 
Maria talks about how meetings can be male-dominated in the tourism sector, and how this affects 
interactions and language patterns. She has had to tolerate jokes about not behaving like a woman, and 
subtle expressions of doubt about her skills and competence. Language reflects power asymmetries, even 
when this power is only symbolic. Although Maria was a CEO like the other men, she had less symbolic 
power. Moreover, the use of coarse language and sexist jokes may make some women feel less 
comfortable in these contexts. This language pattern is particularly observed among men at lower 
hierarchical levels (see Section 7.4.3.1). 
There is also some evidence that women in male-dominated environments may be informally assigned 
minor tasks, as was the case of Matilde in her first company, and of a young female employee who 
worked in the transfer sector of Matilde’s current company. The fact that men prevail in some areas like 
transportation departments may also discourage applications from women for jobs in these areas. 
All these aspects show that having a ‘critical mass’ of women, particularly in management, might have an 
impact on gender interactions, the organisational culture, and even on internal gender constructions. This 
corroborates previous authors, who claimed that ‘numbers’ and structures matter when analysing gender 
power relations in organisations (Kanter, 1977; Townsley, 2003; Wahl, 1992, 2001). 
7.4.5.3 Availability: a pervasive theme 
Availability was a pervasive theme throughout almost all the interviews, and it was referred to by research 
participants at several moments of the interview. It pervades women’s discourses about tourism 
organisations, careers and family life.  
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The tourism sector requires a lot of availability from its workforce due to its characteristics. Hotels require 
availability on a 24/7 basis, while travel businesses imply being in contacts with clients and suppliers in 
different time zones. Therefore, these characteristics of the tourism industry place great demands on 
workers’ availability, whether they are employees or entrepreneurs. Some of the research participants 
consider that the demand for availability is indeed one of the greatest obstacles faced by women working 
in the field, since it clashes with family responsibilities that are traditionally ascribed to women, and that 
women are still mostly held responsible for. While in some cases research participants need to be 
available for business travelling, networking, meetings and dinners with clients, suppliers, or business 
partners, a lot of availability is also required even from those who are entrepreneurs in smaller businesses. 
In these cases, a lot of multi-tasking is required from female entrepreneurs, who control most core tasks in 
the organisation, in some cases almost exclusively.  
Availability is required in four different forms which might intersect: i) overtime availability, i.e. availability 
for staying longer hours at work; ii) constant availability, i.e. availability to respond to work demands under 
any circumstance, e.g. answering calls in the middle of the night; iii) availability to travel, including 
spending nights away from home; and iv) emotional availability, e.g. workers should not let stress from 
their family lives spill over into their work. The difference between the first and the second type of 
availability is that in ‘constant availability’ there is no control over the amount of overtime worked, in 
contrast to ‘overtime availability’. While ‘overtime’ and ‘emotional’ availability seems to be required from 
tourism workers in all hierarchical levels, the other two types of availability seem to be more required from 
workers in hierarchically higher positions. While the communication technologies implied in ‘constant 
availability’ enable individuals not to be physically present at work, they keep them constantly ‘on call’ and 
heighten expectations of one’s constant availability for work. This availability requirement is even more 
intensified in the tourism sector, since it is a sector that never stops: 
Whoever starts a career in hospitality can’t have the perception that they’re going to work 9 to 5, five days a 
week. (…) In fact it implies some constraints, because yes it’s possible, but it’s hard to reconcile both 
areas, the personal and the professional one. (Graça) 
In addition, it seems that the type of availability required from interviewees in hotels and travel businesses 
is different. The interview data suggest that, due to the nature of the work, research participants from 
travel businesses are more likely than hotel managers to carry out work tasks at home (‘constant 
availability’). Interviewees from travel businesses are also under pressure due to different time zones. In 
contrast, the requirement for physical presence seems to be greater among hotel managers (‘overtime 
availability’). When off duty, hotel managers are frequently contacted by their team members, while 
managers in travel businesses are not only contacted by their team members, but also by clients. As a 
result, women from both sectors are required to be continually on call to solve problems.  
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This requirement for availability and long hours is so intense that women consider that working ‘only’ eight 
hours a day is a privilege, and that two extra hours on a daily basis is perfectly acceptable. Hence, the 
demand for availability can be said to be a gendered career obstacle, because it does not equally affect 
men and women: 
In most (…) work meetings I attend, the majority are men, not women. Maybe because it’s understood that 
a woman, because of her mother role, won’t give up as much on her personal life, and since these 
positions require great freedom from – and almost an abdication of – one’s personal life, maybe it’s easier 
for a man than for a woman (Rita) 
Men are more available and don’t get pregnant, they usually have a driving license, and they’ll work until 
midnight if they have to, even if they’re married and have children, and usually it’s their wives that pick up 
children from school and feed them. This is the national reality, common to all occupations, and if the 
woman wants to have a successful career, she has to organise herself so that her husband and children 
are not an impediment. (Dulce) 
Researcher: Why do you think men end up in top management, although they are a minority in the 
industry?  
Cristina: Because of availability… (…) Some companies use men (…) they reach certain positions because 
they’re more available. It is because men are more available that there are more men at the top. Men are 
more available to work longer hours, and to escort groups (…) After getting married it becomes more 
complicated, because women have to take care of the family and it is understandable that they cannot be 
away from home (Cristina) 
It’s a sector that demands a lot from us, our presence, so… if we can’t be there, things won’t run 
smoothly… And either the family is hurt, or the work, and in this case we can’t abandon work. (Diana) 
Men have more time for hospitality than women who decided to have a career in hospitality and are 
married, no doubts. Especially if we’re talking about single mothers… they have great difficulties. A career 
woman… hospitality demands very long days, long hours, 24 hours, especially in positions with greater 
responsibility… It’s hard for women in hospitality, no doubts. (Teresa) 
Ana points out that in her company male managers are more available, even those who have children, 
since their wives or ex-wives provide them with ‘invisible support’ concerning family responsibilities. She 
contends that for her the problem is not only availability, but also convenience, since for female managers 
finding this availability requires a lot more effort: 
[This is a matter of] more availability and convenience We have to find the availability, whether we like or 
not, but convenience is not as easy to find for us as it is for men… We need a good partner at home, good 
family support so that we can make it, and I have it, my daughter had just been born and I had to attend the 
inauguration of a hotel [in another city], she was a baby and had to find the availability for that… so we 
have the availability, but it’s not as convenient for women as it is for men. (Ana) 
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Hence, there is a preference for hiring men due to men’s supposedly greater availability for work: 
Employers in Portugal always prefer to hire a man, because a man isn’t going to tell you at 5 p.m. ‘I have to 
go and pick up my kids from school’. A man is going to stay there [at work] until eight or nine p.m., and 
that’s what the boss wants, and sometimes that’s necessary. (Teresa) 
According to some interviewees, discrimination against women in the tourism sector is more a 
consequence of women’s lack of availability due to greater family responsibilities, than a consequence of 
prejudice against women as less competent. For Diana, discrimination in recruitment and promotions may 
be justified because managers realise after the first experiences with women that men are more available 
to travel to fairs or on business. Paula and Cristina also point out that the preference for hiring men may 
be related with the question of availability:  
You don’t see a lot of discrimination in this field. If there’s indeed any discrimination, it is mainly because of 
availability. (…)It’s about the lack of availability. The lack of availability to attend seminars abroad, 
exhibitions and so on, they can’t go because they have children and families. (Cristina) 
However, even when women are available for work-related commitments, either because they have no 
family or have made the necessary arrangement to become more available, as in the case of the research 
participants, they are still believed to be less available than men are. It is erroneously assumed that all 
men are available and all women lack availability. This prejudice leads to discrimination of women in 
recruitment and promotions, particularly women of childbearing age, and reinforces the gender role 
division. Women’s biology is regarded as a threat for the company and is regarded with suspicion, as it is 
feared that they might get pregnant and become less available or leave the organisation. When asked 
whether there is still a preference for men as managers in Portugal, a participant answers: 
Oh, totally… If you call that discrimination, then I would say that, well, that’s what you call discrimination, 
that’s a fact, that’s a fact. (…) If I could go back in time, and knowing what I know now, and if I was 
reincarnated as a woman and had to live in Portugal, and if my karma was to stay in Portugal and not travel 
so much, I would not enter the hotel business [smiles ironically] because the hotel business is hard for 
women in Portugal… because there are no conditions… it is really hard. It is hard to find a job, because… 
the majority of those in the direction are men and they don’t want women. They don’t want women when 
they are single, when they are young, beautiful, brilliant, because they may get married and get pregnant. 
And they don’t want them when they are already married, because they have to pick the children from 
school. (…) and when I ask my [male] colleagues, who are very chauvinist in Portugal, (…) what is the 
advantage of having a woman and of having a man, ‘oh, you can’t compare, women are annoying, and 
then they must have children and they must… and if they don’t have them, then they have to get pregnant, 
and we’re in the middle of a project, they get pregnant, then have problems with the pregnancy, and then 
they’re not here’ and all those conflicts, so there isn’t much respect for women in this sense. (Anonymised).  
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Contrarily to the stereotyped idea that women are less available for work, all the interviewees also had to 
find the availability for their professional lives. Although some have families, this did not deter them from 
responding to their work demands and, as consequence, reach the top of their organisations. From the 
narratives of the research participants, it is clear how the preconceived idea that women are less available 
limits women’s opportunities to have a career:  
I know of many employers that after one or two experiences [with women in positions that require 
availability] prefer hiring men. (Diana) 
Unfortunately, I think that opportunities aren’t the same yet, because I consider that there’s still a prejudice 
about women’s availability for management positions, because they are [simultaneously] professionals, 
mothers and housewives. I think that there’s still a preference for men. (Rita) 
In a previous study, it was concluded that availability and flexibility were considered male traits and, 
simultaneously, that these were also the characteristics that managers valued and rewarded the most in 
employees. Still, although men were believed to be more available, the findings showed that not all men 
are willing to work overtime (GOVCOPP - Universidade de Aveiro, 2015). 
Men are not necessarily more available than women, and they may also have family responsibilities or 
simply not be willing to work overtime, while women may be unencumbered by family responsibilities or 
have found the necessary arrangements to have availability for their careers. In fact, Maria reported how 
some of her male co-workers used to be more reluctant than her to travel on business, while Natália has 
never had any problems with her female employees lacking availability or not being able to travel outside 
their place of residence, despite most of them having children: 
When people start working here (…) they’re immediately told that [availability] is a condition for working in 
this area, it’s not possible to work [in this area] without having that kind of availability, so it’s a type of work 
that can only be done by those willing to do it, by those who have the availability and desire to do it. Still, 
almost everyone here has children. (Natália) 
Hence, making work requirements explicit and listening to each individual’s family needs may be a more 
effective recruitment strategy than labelling all men as ‘available’ and all women as ‘less available’. In fact, 
the same prejudice that hampers women’s career progression because of their supposed lack of 
availability, hinders men’s involvement in family matters because they are supposed to be constantly 
available. In fact, men are more likely than women are to face barriers to take the parental leave or to take 
time off for childcare-related responsibilities (Santos, 2010). Graça points out that directors and managers 
are worry about women having children, but that they do not ask this question in relation to men or 
consider that men may also have a family life. There is a prejudice that it is women who have a family and 
family responsibilities, and it is never considered that men also have these responsibilities. 
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Despite recognising the importance of availability in the tourism industry, some interviewees are somewhat 
critical of the ‘total availability’ work culture. Maria criticised the overly exaggerated requirement for 
physical presence, as well as male managers’ prejudice that only someone with immense availability can 
fill the requirements for top management. 
Men think that those positions should be filled by someone with immense availability (…) and they 
underestimate our skills (Maria)  
While the demand for availability seems to be regarded as a career obstacle, some women use it as a 
strategy for career advancement. In fact, when asked about strategies for career advancement, several 
research participants replied that it is important to be ‘available’ or even ‘totally available’ and ‘show 
availability’: 
The effort that you have to make to prove, even indirectly, that you know what your’re doing, that you’re 
professional…it’s completely different whether you’re a man or a woman… because a man arrives and 
rules. (…) A woman has to show availability, a woman has to show competence… (Maria) 
It can be concluded that availability is a pervasive theme: it is present in almost all informants’ accounts; it 
shows how the organisational and the family sphere intersect; and it is a cross-cutting theme visible in all 
four gendering processes identified. Hence, it is an essential requirement for working in the tourism sector, 
and for establishing gendered work divisions into positions requiring availability and responsibility that offer 
status and monetary rewards, and those that do not (first set of gendering processes); ‘total availability’ is 
also engrained in organisational culture, which presupposes that good workers have unlimited availability 
for work commitments (second set); it is also visible in interactions at work, since less available workers 
are excluded from certain social events outside normal working hours, such as ‘going for drinks’, where 
important connections are established (third set); finally, the prejudice that women are less available 
influences women’s internal gender constructions, since they feel the need to prove their availability in 
order to be regarded as equals and as professionals (fourth set). This analysis of the theme availability 
reveals how the gendered substructure of organisations reinforces the divide between paid work in the 
organisation and unpaid reproductive work at home, while perpetuating images about masculinity and 
femininity, as suggested by Acker (1998, 2012). 
7.4.6 Discrimination and gendering processes 
In this section, women’s perceptions and experiences of overt and hidden discrimination are investigated. 
When the interviewees were asked whether they had ever felt discriminated against at work based on 
gender, most of them denied it. Although they do not deny the existence of gender discrimination in the 
tourism sector, the majority of research participants do not perceive it in their organisations or in their work 
contexts: 
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I don’t feel discriminated against for having a baby. (Francisca) 
You don’t usually feel discrimination in travel agencies. (Sofia) 
‘Only’ five participants experienced themselves clear situations of overt discrimination, albeit two of these 
women initially denied having been discriminated against. The situations of overt discrimination most 
frequently described by the research participants were related with: pay discrimination; discrimination in 
recruitment or promotions, particularly for management positions; and bullying and discrimination during 
pregnancy and maternity leave (discriminatory situations described in Sections 7.4.1.1, 7.4.1.2 and 
7.4.5.1). Women attribute these discriminatory situations to chauvinism and to the prejudice that women 
are less available. Natália also mentioned how some suppliers refused to seal contracts with her in the 
1980s, and another interviewee observed situations of sexual harassment and even rape in a company 
where she was previously employed. The discriminatory situations described by the research participants 
who experienced overt discrimination are outlined in Table 7.4: 
Table 7.4 Discriminatory situations described by the research participants who experienced overt discrimination 
 Overt discrimination Hidden discrimination Observed 
Anony-
mised 
 female managers paid less in 
her company 
 pressure to return to work 
before the end of the 
maternity leave 
 exclusion during and after male-only 
management meetings  
 certain attitudes from the clients ♦ or 
the employer 
 operation managers controlling her 
working hours after she had her child 
-  
 
Dulce  experience of discrimination 
in salaries and promotions at 
the beginning of her career  
 
-  perception that women 
are often excluded from 
sport events or informal 
outings  
 perception that women 
need to be better than 
men in order to be 
recognised, and that it 
takes longer until they are 
acknowledged 
Matilde  bullying during pregnancy by 
a supervisor  
 asked by a male co-worker from the 
same level to take copies* 
 perception that women need to make 
more effort to be recognised 
 young woman from a 
male-dominated field 
assigned minor tasks 
Natália  suppliers’ refusal to seal 
deals with her (in the 80s) ♦ 
-  sexual harassment 
Sónia  pay discrimination -  discrimination due to 
pregnancy or lack of 
availability 
(*) situations marked with * occurred outside the tourism sector. 
(♦) situations marked with ♦ occurred in work-related settings outside their organisational context, e.g. with clients, suppliers.  
Source: developed by the author 
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While at first some of the interviewees seemed to deny the importance of gender, as the interview 
unfolded, they acknowledged situations of hidden discrimination, which they, however, refrained from 
labelling as discrimination. For example, although Luísa ‘wanted to believe’ that she had never been 
excluded for being a woman, her last statement on this topic had a slightly unsure tone: ‘I have not felt that 
[discrimination/exclusion], but…’. 
In fact, despite its seeming invisibility, hidden discrimination is more frequently experienced by the 
interviewees than overt discrimination. In order to unveil hidden discrimination, women were asked 
whether they had felt ignored, less visible, excluded or treated differently in their organisations for being 
women. Ten interviewees described situations that reveal hidden discrimination and different treatment, 
which occurred mostly at the beginning of their careers: 
Table 7.5 Research participants who did not experience overt discrimination but experienced hidden discrimination 
 Hidden discrimination 
Maria  male culture and male homosocial ties during meeting with other CEOs and abroad ♦ 
 remarks that she should be at home taking care of her child ♦ 
 feeling that she has to work harder to gain credibility 
Beatriz  male managers bothered when she tries to lead discussions during meetings  
Cláudia  assumed as weak or less credible by subordinates 
 disrespectful attitudes ♦ 
 feeling that she has to work more and prove herself (internalised obligation) 
Graça  feeling that she had to be more firm, assert herself and show her competence in order to be 
regarded as equal 
Laura  experience of sexual advances from clients during business dinners ♦ 
Luísa  male subordinates’ refusal to follow her orders, men’s reluctance to deal with her 
 feeling that she has to make more efforts to be recognised 
Margarida  feeling that she has to work more and prove herself (internalised obligation) 
Raquel  perception that men have more credibility for negotiating banking arrangements 
Sara  perception that clients often take her less seriously when she addresses them 
Tânia  family-unfriendly environment in the organisation* 
 requirement for long working hours and presenteeism* 
 working twice as much to prove herself (internalised obligation)* 
 male culture and male homosocial ties* 
(*) situations marked with * occurred outside the tourism sector. 
(♦) situations marked with ♦ occurred in work-related settings outside their organisational context, e.g. with clients, suppliers.  
Source: developed by the author 
 
Several studies have shown that women tend to downplay the role of discrimination, and to not label 
situations of hidden discrimination as discrimination (Kantola, 2008; Wahl, 1992). Discrimination remains 
hidden because of the gender blindness and the lack of tools for analysing gender (Kantola, 2008). 
According to Wahl (1992), certain behaviours are not labelled as discrimination and go unproblematised 
because they correspond to the norm, and not to the exception, in organisations (Wahl, 1992). In previous 
studies, it was observed that although most women denied having been discriminated against, almost all 
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indicated situations that revealed subtle discrimination and different treatment (Kantola, 2008; Wahl, 
1992). In the present study, hidden discrimination is also pervasive in many research participants’ work 
environments. In some cases, discriminatory behaviour does not come from within the organisation, but 
from outside of it. This was also observed by Wahl (1992).  
According to Patterson et al. (2012b), women deny discrimination because they do not want to portray 
themselves as victims. In the present study, these women regard themselves as highly professional, and it 
is possible that they tried to detach themselves from a victimising discourse. They justify their 
advancement with basis on meritocracy and highlight the obstacles that successful women have to 
overcome individually in order to reach the top, in particular being capable of balancing outstanding 
professional achievements with the role of pillar of the family. On the other hand, the denial of 
discrimination by some of these women and their contradictory statements reveal their lack of gender 
awareness. Kantola (2008) provided a list of possible explanations as to why women closed their eyes to 
discrimination, which was presented in Section 3.4.5 (Overt and hidden sex discrimination). 
Research participants were also asked about discriminatory situations that they did not experience 
themselves, but that they observed in the industry. The research participants were more likely to 
acknowledge discrimination in the tourism industry in general than in their individual cases. However, 
about half of the informants contradicted themselves throughout the interview. They gave contradictory 
statements concerning both their experiences and their perceptions of discrimination and gender 
inequality in the tourism sector: 
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Table 7.6 Research participants' contradictory statements on discrimination 
 Denial of discrimination or 
gender inequality 
Perception or experience of discrimination or gender inequality 
Ana  Belief that the sector is more 
favourable for women because of 
their (supposedly) feminine 
characteristics. 
Perception that a macho mentality prevails in the tourism sector, and as a 
result women’s conditions in the tourism sector are not favourable.  
Cristina Perception that there are no 
gender inequalities in the tourism 
sector because women are the 
majority of the workforce. 
Perception that working condition in the tourism sector are not favourable for 
women because of the existence of peak periods that demand availability and 
possibly generate work-family conflict, and that women end up being 
discriminated against for being less available. 
Diana Belief that being a woman was 
positive for her as entrepreneur 
and for her business. 
Perception that in many situations employers prefer to hire men because they 
are more available. 
Dulce Denial of discrimination: she has 
never given others the opportunity 
to treat her differently. 
Experience of discrimination in salaries and promotions at the beginning of her 
career; 
Perception that women are often excluded from sport events or informal 
outings (‘Yes, this discrimination exists’); 
Perception that women need to be better than men in order to be recognised. 
Graça Denial of experiencing exclusion, 
different treatment or lack of 
visibility for being a woman 
The realisation that she had to be firmer in order to get recognition, that women 
managers still need to make greater efforts to assert themselves, and that 
women in managerial positions are still regarded in a less positive way. 
Laura Denial of experiencing or 
witnessing gender discrimination 
in her current or previous 
organisations. 
Witnessing supervisors selecting only the CVs from male job candidates; 
Perception of women’s exclusion from informal outings (e.g. going for drinks), 
and of male clients’ preference to do these activities with other men; 
Experience of sexual advances from clients during business dinners (as a 
consequence, only has business lunches now). 
Luísa Denial of discrimination, exclusion, 
lack of visibility or recognition for 
being a woman. 
Recognition that women need to make more efforts to be recognised; 
Male subordinates’ refusal to follow her orders. 
Raquel Denial of discrimination. Perception that men have more credibility for negotiating banking 
arrangements. 
Sara Denial of different treatment by 
clients and suppliers. 
Perception that clients often take her less seriously when she addresses them. 
Sofia Perception that the tourism sector 
is more favourable for women 
because there are many female 
entrepreneurs. 
‘In larger businesses, I see many men at the top, even in the travel agencies 
association, I see that at the top of that association there are practically only 
men… so I think that above a certain level there are more men’. 
Teresa Denial of experiencing 
discrimination; 
Belief that women create their own 
barriers and get lost in their 
emotionality; 
Refusal to consider that she is 
being treated differently for being a 
woman. 
Observation of pay discrimination in (a female director in a different company 
earning a much lower salary than the previous male director); 
Perception that managers and employers prefer hiring men; 
Tendency not to take women as seriously as men in the tourism sector (in 
many countries, if a male director is hired, the company pays for his family’s 
travel, but that it is not the case if it is a female director who is hired instead). 
Source: developed by the author 
Women’s discourses about discrimination are filled with contradictions, since they reject the existence of 
discrimination, while simultaneously recognising situations where women received less favourable 
treatment. The same trend was also observed by Patterson et al. (2012b). 
When asked whether men and women have the same opportunities to exercise power, almost all 
interviewees answered negatively. Interestingly, when the word ‘discrimination’ is not used, research 
participants recognise the existence of structural constraints in the tourism industry. The word ‘prejudice’ 
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was consistently used in their discourses, while the word ‘discrimination’ was much less frequent, except 
in situations related with pregnancy or, in some cases, with female managers’ lower salaries. Some 
interviewees contend that the chauvinist mentality that prevails in the Portuguese society is engrained in 
organisations, and that the lingering prejudice observed in organisations is an extension of the prejudice 
observed in other spheres of the society. 
Only three research participants consistently state throughout the interview that they do not perceive the 
existence of discrimination in the tourism sector. Helena, Andreia and Paula have never felt discriminated 
against, nor do they report any subtle situations that could be construed as hidden discrimination, such as 
exclusion or different treatment. They do not describe any discriminatory situations either in their 
organisational settings or in the tourism sector more broadly. However, two of these women consider that 
women in general still do not have the same opportunities as men to exercise power, while one considers 
that opportunities are the same, provided women prove their capability and availability. Still, this is a 
contradictory statement. If women have to prove themselves in order to be regarded as equals and to 
deserve the same opportunities, then there is hardly gender equality from the start. 
To sum up, five women report having experienced situations of overt and hidden discrimination, while ten 
have experienced hidden discrimination. Hence, almost two thirds of the participants have been 
discriminated against on the basis of gender. Still, a half of these women have contradictory discourses, 
since in some instances, they deny the importance of gender, but some statements reveal that they 
recognise the importance of gender or that they were treated differently. Only three women consistently 
deny having felt or observed discrimination, but their accounts reveal that they do not believe women and 
men have the same opportunities to exercise power. The remaining six women have not experienced 
gender discrimination, but either they observe it in the tourism industry or their statements concerning 
what they observe in the tourism sector are contradictory. Despite the interviewees’ contradictory 
discourses and their denial of the importance of gender, it seems that gender influences differently men 
and women’s opportunities in the tourism sector. 
7.4.6.1 Intertwining gendering processes and discrimination 
Table 7.7 summarises the situations of overt and hidden discrimination experienced and observed by the 
informants in their work environments. These situations are categorised according to Acker’s (1990, 1992, 
2012) gendering processes. Through the identification of gendering processes, hidden discrimination 
processes and practices are easier to identify and it becomes visible how the structures of the tourism 
sector are not gender neutral. As also observed by Benokraitis and Feagin (1995), blatant sexism is not 
the norm in tourism organisations. Still, hidden discrimination is reflected through gendering processes 
that pervade not only tourism organisations but also their exogenous environments. In fact, five research 
participants describe situations that show how discrimination spans across organisational borders. 
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Gendered prejudice and exclusion are not only felt within the organisation, but also in interactions with 
clients, banking institutions, or CEOs from other companies.  
Overt discrimination can be mostly identified at the level of organisational structures, divisions of labour (in 
recruitment, promotions and salaries), organisational culture (discrimination of pregnant women), and 
gendered interactions (bullying). Hidden discrimination was more subtly engrained in organisational beliefs 
and gendered interactions, where inequalities are less visible and harder to pinpoint, and the identification 
of gendering processes was useful to make it more visible.  
It can be seen that discrimination, in particular hidden discrimination, is related with three main gender 
subtexts: i) the notion of the ‘ideal’/ disembodied worker and the prejudice of women as more family-
oriented, which are mutually reinforcing; ii) assumption that women are less competent than men; and iii) 
male homosocial ties and exclusionary practices.  
Table 7.7 Overt and hidden gender-based discrimination, observed and experienced by the research participants 
  Gendering divisions, 
practices and 
structures 
Gendering 
cultures 
Gendering 
interactions 
Internal gender 
constructions 
O
V
E
R
T
 D
IS
C
R
IM
IN
A
T
IO
N
 Experienced * Discrimination in: 
 Recruitment and 
Promotions 
 Salaries  
* Forced to finish 
maternity leave sooner  
 
* Bullying (related with 
pregnancy)  
* Suppliers refusing to 
seal contracts because 
interviewee was a 
woman 
- 
Observed * Discrimination in: 
 Recruitment and 
Promotions 
 Salaries 
* Pregnancy-related 
discrimination  
* Sexual harassment, 
rape  
- 
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H
ID
D
E
N
 D
IS
C
R
IM
IN
A
T
IO
N
 
Experienced  * Excessive focus on 
physical presence in 
the organisation 
* ‘Total availability’ work 
culture  
* Assumption that 
women are less 
available 
* Important decisions 
made during meetings 
and informal events 
outside normal working 
hours 
* Lack of flexibility 
* Macho mentality and 
hegemonic masculinity  
* Women regarded as 
less competent than 
men 
* Male managers 
believed to be important 
for the external image 
of the company 
* Environment where it 
is easier to be a man 
* Tacit knowledge 
shared by men  
* Resistance from male 
top managers towards 
women 
* Not being taken 
seriously and/or 
condescension  
* Women regarded as 
less credible 
* Women (or women’s 
work) ignored or less 
visible 
* Female manager 
assumed to be the 
secretary 
* Being assigned minor 
tasks  
* Impolite treatment 
* Refusal to follow 
women’s orders 
* Men bothered when 
women in power 
position 
* Exclusion 
* ‘Men talk’ (male 
topics) 
* Coarse language 
* Remarks about 
traditional gender roles 
* Sexualised 
interactions and subtle 
sexist jokes 
* Women feeling the 
need to: work twice as 
much as men; show 
competence and 
availability; invest more 
in education; make 
efforts to be more 
visible  
* Existence of a male 
culture which may 
discourage women from 
advancing or from 
applying to certain jobs. 
 
 
Observed * Labour segregation: 
segregation of women 
to ‘pink ghetto jobs’ 
(regarded as 
unproblematic by the 
participants); 
preference for men for 
positions requiring 
availability or night 
shifts  
* Demand for 
availability and long 
hours  
* Exclusion 
* Not being taken 
seriously  
* Women assigned 
minor tasks 
* Existence of a male 
culture which may 
discourage women from 
advancing or from 
applying to certain jobs. 
 
Source: developed by the author 
 
The first subtext implies that women cannot correspond to the notion of the ‘ideal’, ‘bodiless’, ‘abstract’ or 
‘disembodied’ worker who has no imperatives outside the organisation, and who is totally unencumbered 
by family responsibilities (Acker, 1990). This notion is a gendered aspect of organisation culture, since it 
affects men and women differently: as one interviewee emphasised, men ‘don’t get pregnant’ and are 
more available, or assumed to be more available, for work commitments, which is one of the reasons why 
they are preferred for management. This gendered subtext is visible in the way some organisations expect 
‘total availability’, and some important decisions are made outside normal working hours in informal 
events, which poses barriers to workers with family responsibilities. This subtext perpetuates images about 
masculinity and femininity, and reinforces the divide between paid work in the organisation and unpaid 
work at home. Due to this subtext, women are assumed to lack availability for work-related commitments, 
and are thus less likely to be recruited for management positions and other positions that require 
availability, and are more recruited for peripheral positions and jobs that reinforce their association with 
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‘feminine’ skills, such as cooking, cleaning or caring. Besides, they also internalise this subtext, since they 
feel the need to prove their availability in order to be regarded as professional individuals. 
However, it is not only the traditional family ideology that constrains women’s possibilities in the tourism 
sector, but also the assumption that men are more competent and more suitable for certain jobs (second 
subtext). Some women’s discourses revealed that, in some organisations, women are still considered as 
less competent than men, and that they are regarded with condescension and not taken seriously. Some 
participants also revealed situations in which men were reluctant to deal with a woman in a more powerful 
or equally powerful position. 
Finally, the prejudice that women are not fit for management is reinforced by male homosocial ties and 
hegemonic masculinity in organisations (third subtext). This can be seen in male exclusionary practices, 
e.g. in informal networking or meetings, or in the use of certain gendered language patterns or sexist 
jokes. Many women described their organisations as places where, despite no intentions of discrimination, 
it is easier to be a man than a woman. Some research participants’ discourses reveal that there is tacit 
knowledge that is shared among men, whereas women are not perceived to have the benefits of 
homosocial ties in organisations, as in Mavin and Grandy (2012). Therefore, masculinity becomes the 
norm and it is thus rendered self-evident and unproblematic, as contended by Collinson and Hearn (1994). 
Sexuality operates in organisations in a way that confirms male dominance and female subordination. It 
thus aggravates gender power relations and supports hegemonic masculinity. 
Hence, women’s possibilities in the tourism sector are constrained by the traditional family ideology 
reflected in the gendered substructure of the organisations, and by the assumption that men are more 
competent and more fit for certain jobs, in particular for leadership and management. Male homosocial ties 
and hegemonic masculinity contribute to strengthen such prejudice in the business world, and thus to 
reproduce gender inequalities. These subtexts operate silently in organisations through gendering 
processes. They may be either malicious or unintentional, yet they reproduce the genderedness of the 
society in organisations, while reinforcing the genderedness of the society by strengthening gender 
divisions and gendered images of male and female workers.  
Some interviewees mention situations that could be interpreted as ‘positive discrimination’, i.e. situations 
where they or other female workers in the company were favoured for being women.  
I was told twice [on two occasions when she was hired by two different hotel chains] ‘we’re hiring you 
because you’re a woman, and we need special treatment for the clients. I think that men… are more… they 
are more careless, they don’t put in as much attention (…) It’s an expensive hotel (…) they needed a 
woman to pay attention to the details. (Anonymised) 
Andreia only hires women, except for night service, because she believes that women are more suitable 
for the daily tasks at a hotel: 
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Since this is a small unit, there are services that are more appropriate for men, but others not really, and 
since I need my employees to be all-rounders, maybe men, at least in our culture, do not fit. (Andreia) 
Sofia feels that it is easier to employ women at the operational level because clients feel more at ease, 
and less ‘confronted’.  
In all these situations, the preference for women was based on a belief that women possess certain 
intrinsic feminine characteristics that men do not have, such as being more dedicated to the client, more 
nurturing and suitable for ‘emotional labour’, less confrontational, or better cleaners. While these 
stereotypes about women’s intrinsic and different characteristics benefited them in these specific 
situations, they work against women in most situations. Hiring or preferring women with basis on 
assumptions that they possess certain essential ‘feminine’ characteristics is not beneficial – because this 
underlying assumption about women’s intrinsic characteristics is also the one used to bar women from 
certain positions, to justify their lower salaries, and to ascribe them to the family sphere. It reinforces and 
further entrenches gender stereotypes. It should be borne in mind that the woman quoted at the beginning 
of this section is probably the research participant that suffered one of the most clear situations of gender 
discrimination at work during her pregnancy, by the hands of the same hotel chain that hired her because 
she was a woman.  
For Wahl (1998), the emphasis on women’s different qualities and the reinforcement of their 
complementarity might be interpreted as a sign of women’s weaker position in the organisations. Women 
are expected to contribute to what is lacking in organisations and to complement men in the aspects that 
they are unable to achieve. Women’s complementarity is mostly about resolving problems in 
organisations, and about focusing on communication, people and emotions. For Wahl (1998), ‘the 
expectation that they should be different from men creates the space for women actually to be different 
from men in various ways’ (p. 54). Therefore, this femininity results from being a woman in a male-
dominated environment and results from an interplay with the conditions in organisations (Wahl, 1998).  
Therefore, the emphasis on feminine characteristics constructs women as complementary and as the 
‘other’ of the normative male top executive, and may constrain women to behave specifically ‘as a 
woman’, and limit their potential to act as human beings and use all their knowledge, skills and 
competence (Wahl, 1992). Besides, the women inquired by Wahl (1992) felt that positive reactions in 
relation to their work were often a result of negative expectations, e.g. of not being considered a threat. 
This way, the structures behind ‘positive’ treatment are uncovered, and it is unveiled how such 
‘advantages’ are based on disadvantages.  
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7.4.7 Overview and discussion 
Although the feminisation of the tourism field may have some favourable aspects for women, it is 
important not to ignore the existence of gendered structures and gendering processes in tourism 
organisations. In fact, when women were asked about the most significant obstacles they encountered in 
their career paths, they mostly indicated gendered obstacle s, e.g. persisting gendered prejudice in 
organisations (see Section 7.3.3). 
Therefore, in order to deconstruct the apparent gender-neutrality of tourism organisations, four sets of 
gendering processes were identified and analysed: gendering practices, structures and divisions; 
gendering cultures; gendering interactions; and internal gender constructions of individuals (Acker, 1990, 
1992; Kelly Dye, 2006). It was also analysed how these processes are interrelated, and how they can be a 
useful tool for identifying discrimination in organisations. Through the identification of gendering 
processes, hidden discrimination became more visible and easier to identify. 
Firstly, gendered divisions, practices and structures in organisations were analysed. Although the 
research participants’ organisations are feminised, most are marked by horizontal and vertical 
segregation. Horizontal segregation is more visible in the hotels than in the travel businesses analysed, 
but this might also be because hotels are more gender-mixed and larger, which makes it easier to identify 
segregation patterns. Some research participants justify horizontal segregation with basis on supposedly 
innate masculine and feminine traits that make men and women more or less suitable for certain tasks. 
Horizontal segregation is not only regarded as unproblematic by participants, but some even reinforce this 
segregation, when they specifically recruit men or women for certain sex-typed jobs. Therefore, women 
are construed as talented for cleaning and men for maintenance, while some interviewees would rather 
hire men for certain positions due to their supposedly greater availability. Women are co-producers of the 
gendered organisation, and not only its ‘victims’. The reasons underlying this seem to be the generalised 
lack of gender awareness, and deep-seated gendered beliefs and images in organisations and the 
society. According to Ashcraft and Pacanowsky (1996), some women may be as complicit as men in 
maintaining inequitable gender relations.  
Interviewees’ accounts, particularly those of interviewees in the most prominent positions, suggest that top 
management in large businesses is still a ‘male world’. However, women seem to be more represented in 
the ownership of small businesses. In fact, all women entrepreneurs interviewed own small or micro-sized 
businesses, while employees are more likely to work for medium or large-sized businesses. The 
hierarchically higher the positions are, the fewer women are found. The positions that are more likely to 
lead to line management, e.g. operations manager, are male-dominated, while other operational 
management jobs, e.g. sales management, are female-dominated. In addition, male managers are 
preferred for male-dominated areas such as transportation, because they ‘have to deal with bus drivers’. 
However, the opposite situation does not seem to be problematic, i.e. when a man is a manager in a 
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typically female area, since men dealing with women in subordinate positions corresponds to the norm. 
This intertwinement of horizontal and vertical segregation shows how the traditional gender order is 
present in organisations. Although only a few research participants have experienced discrimination in 
recruitment, hiring or promotions, several interviewees’ accounts reveal that preferring men for positions 
that require availability, particularly management positions, might still be common practice in the tourism 
sector. 
Even though some interviewees attempt to work a fixed schedule in order not to spend an excessive 
number of hours at work, the majority have a flexible schedule. For some of the research participants, 
flexibility effectively improves their work-family balance, and flexibility allows them to deal with family 
emergencies or other situations. However, for some women, a trade-off between flexibility and availability 
is implied. For these women, this flexibility hardly results in more time for family life due to the heavy work 
requirements, but it is rather a flexibility that primarily allows the participants to fulfil their heavy work 
demands. In the most extreme cases, flexibility is offered so that ‘total availability’ is possible. In fact, 
many interviewees report working very long, almost ‘endless’ hours. Communication technologies allow for 
more ‘space’ and time flexibility. While this brings certain advantages, it also makes boundaries between 
work and family more permeable, and it becomes harder to draw a line between both areas, as the 
expectation of ‘constant availability’ increases. Both flexibility and communication technologies can be a 
double-edged sword. One interviewee, when stating that she had flexibility, added, laughing: ‘but the 
“flexibility” is never less than ten hours at work’. According to GOVCOPP - Universidade de Aveiro (2015), 
flexibility is only a partial solution. If only women are entitled to it, it may perpetuate stereotypes, and 
reinforce the connection of women with motherhood and of men with paid work.  
Only half of the research participants have business trips on a frequent basis, and all of these women find 
the necessary availability, either because they have no children, or because they leave everything 
organised, have supportive husbands or have found other ways to negotiate their constraints. Although all 
research participants can meet these requirements, some mention internal conflicts. Childless 
interviewees and interviewees with adult children mention much less strain concerning these travels. 
Women’s accounts suggest that pay discrimination may still be common pratice in the tourism sector, 
particularly in management positions, since at this level remuneration is frequently negotiated individually. 
The individual negotiation of managers’ salaries may be one of the reasons that explains the wide gender 
pay gap observed among senior managers in the quantitative part of this study. The way men and 
women’s salaries are differently determined seems to be a result of both men’s supposedly greater 
availability and of a chauvinist ‘cultural’ tradition to pay women less. Although many research participants 
recognise this reality in the Portuguese society, this trend is practically not observed in women’s current 
organisations. Moreover, previous studies concluded that women have lower salary expectations than 
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men (Costa et al., 2012a; Iverson, 2000; Rutte & Messick, 1996). This may be a product of women’s 
internal gender constructions and women’s internalisation of their position in the gender order.  
Secondly, the organisational culture of interviewees’ current and previous organisations was analysed. 
Almost all interviewees explicitly claimed that they feel well in their organisations. Although some women 
describe tourism organisations and the tourism sector as favourable for women, others say that it is still a 
‘male world’ and feel resistance from top managers. Most positive aspects related with organisational 
culture that research participants identified in their current or previous organisations concern the 
‘inexistence of discrimination’, respect for employees’ rights during pregnancy and work-family balance, 
informal flexibility, existence of opportunities for training, career development, and advancement, as well 
as a ‘good environment’ in the company.  
Although most participants feel well in their organisations, it is important to analyse their discourses with a 
critical lens, since many of the ‘positive aspects’ indicated by the interviewees are the result of mere 
compliance with the law. Examples of such ‘positive aspects’ are the non-discrimination of pregnant 
workers, ‘letting them’ enjoy their parental leaves, or not discriminating women in terms of salaries. The 
underlying assumption of this argument seems to be that the informants’ companies are an exception for 
respecting the legislation. Besides, offering in-house childcare services targeted at mothers instead of 
parents reinforces the stereotypical gender roles and the traditional division of labour. Santos (2010) is 
critical of family-friendly policies and advocates that they should be regarded with caution, since they are 
often designed for specific niches of workers (e.g. mothers of young children), which reinforces 
discrimination. According to this author, the male career model should be questioned instead. In fact 
policies, tend not to question the traditional career values or the abstract notion of the ‘ideal worker’ 
(Acker, 2012). 
Research participants also pointed out negative aspects in relation to both their current and previous 
organisations. Entrepreneurs were the only women that did not mention any negative aspects in relation to 
their companies. Many negative aspects are related with the lack of respect for workers’ family life and the 
assumption that they should be ‘totally’ available for work. However, it is not only women’s incompatibility 
with the notion of the bodiless worker, who is unencumbered of family responsibilities, that places women 
in a disadvantaged position in their organisations. In some organisations, there is also a lingering 
assumption that men are more competent than women, which is harmful for gender equality. Besides, the 
existence of an entrenched male culture in some organisations also poses obstacles to women. Many 
women described their organisations as places where, despite no intentions of discrimination, it is easier 
to be a man than a woman. Therefore, the aspects that women value the most in their organisations are: a 
supportive environment and respect for workers’ rights during pregnancy and leave; recognition of their 
skills and competence, and opportunities for career development and advancement; and a good 
environment and equal treatment regardless of gender. 
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The macho mentality that pervades some organisational settings leads to gendered interactions, and it is 
simultaneously reinforced by them. Negative gendered interactions reported by the research participants 
are mostly related with the assumption of women’s inferiority (e.g. not taking women seriously), 
disrespectful attitudes towards women, and the prevalence of male homosocial ties and a hegemonic 
masculinity reflected in exclusionary behaviour and in certain language patterns, particularly in informal 
events, e.g. outings, lunch breaks, associated with meetings. In some cases, such negative interactions 
are micro-aggressions, since they are subtle or even unconscious (Sharon Mavin et al., 2014; Nadal, 
2010). For example, sexist humour and jokes carry hidden messages filled with stereotypes, prejudice, 
sexual remarks and, less frequently, with hostility. The assumption and expectation of traditional gender 
roles is also a form of gender ‘micro-aggression’. Research participants also revealed other types of 
negative interaction, namely related with sexuality and female misogyny. Such interactions occur not only 
within organisational boundaries, but also outside organisational boundaries, with clients, negotiation 
partners, or suppliers. 
While mentoring is mostly valued by women who have worked for large organisations, it is not assigned 
much importance by the remaining interviewees. As to role models, women admire female and male role 
models for different and gendered reasons. They highlight male role models for their charisma and 
leadership skills, while the trait that they comparatively emphasise more in their female role models is their 
ability to conciliate an outstanding career with the responsibilities of raising a family. 
Networking is vital for career development and progression, and improving the functioning of their 
business. It is visible that, the more prominent the position reached by the interviewees, the more male-
dominated their network of contacts is, and the more they value international contacts. However, as 
underlined by Williams et al. (2012), the genderedness of networking may negatively affect women. In 
fact, about half of the research participants consider that some kinds of informal networking outside 
normal working hours exclude women. The underlying reasons why women are excluded are fourfold: 
women’s lack of availability for family reasons; men’s preference for other men/ homosocial ties; 
(hetero)sexualised interactions; and husbands’ jealousy. (Hetero)sexualised interactions during dinners 
seem to be at least as problematic for women as the demand for availability, and they represent a 
constraint. They trigger husbands’ jealousy at home, and this increases women’s inner conflict and 
discomfort concerning their involvement in these activities.  
Although some women mentioned that sexualised interactions have no consequences whatsoever at the 
workplace, or that they may even have positive consequences for women, most of the interviewees 
described negative consequences from this kind of interaction. Sexuality is related with gender power 
relations in organisations: while it seems to reinforce hegemonic masculinity, it does not seem to be a 
source of power for women, since it has to be ‘under control’ through the right attitude and clothing, so as 
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not to damage women’s reputation. The influence of sexuality on work relations is also influenced by the 
number of women in the company and with the company having a family-like atmosphere or not.  
However, some research participants pointed out that sexuality may have positive consequences for 
women, and claimed that some organisations prefer hiring beautiful women for front-office positions. This 
is a result of the belief that women, particularly young and beautiful women, are more suitable for both 
‘emotional’ and ‘aesthetic’ labour. However, this seeming advantage is the very proof of the existence of 
sexism in the industry, as it reinforces the idea of women as ‘commoditised’ objects, whose skills and 
qualifications are ignored. Although participants observe these tendencies, they do not feel that their 
career advancement has been affected by them. One explanation for this might be that management is 
not regarded as ‘aesthetic’ labour but is rather male-typed work. 
Some research participants also identified positive patterns of interaction in organisations, in particular 
those related with recognition and appraisal, respect and equal treatment, mentorship and female 
solidarity. According to (Eagly & Carli, 2007), a mentoring relationship can be important for career success 
because it offers encouragement, friendship and acceptance. In the present study, mentors are most 
valued for guidance and career advice by women working in large businesses, who predominantly 
establish informal mentorship relations with men. The remaining interviewees assigned little to no 
importance to mentors. The lack of mentoring and coaching is visible, and in most cases, it is not regarded 
as a career asset, let alone as a means to attain new career opportunities. As to role models, women 
identified both women and men, though they admired them for different – and gendered – reasons.  
Assumptions about women’s lack of competences and credibility affect women’s own internal gender 
constructions and interpretations of their positions in the organisation (Section 7.4.4). The last set of 
gendering processes is related with the way women’s identities are construed in organisations. Due to 
women still being assumed as inferior and less available due to their family commitments, they need to 
prove their competence, show availability, invest in education, and also assert themselves. They are 
aware of their position in the gender order in the organisation and, as a result, they have to work ‘twice as 
hard’, since they feel they are not assumed as competent professionals and as equals from the beginning. 
Women’s long working hours are not only the result of explicit demands of their organisations, but also the 
result of an internalisation of gendered organisational beliefs and values, and a way of responding to 
them.  
Several cross-cutting themes were also identified. One aspect that shows how the organisational and the 
family spheres are interrelated is the way pregnancy is handled in organisations. Several research 
participants report positive experiences during their pregnancies and maternity leaves, in part due to a 
supportive environment in their companies, particularly from their teams and supervisors, but also due to 
other factors, such as a good support network with family members, particularly in the case of 
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entrepreneurs in family businesses. It seems to be important to discuss with employees how their leave 
periods should be covered in organisations. 
However, not all organisations are supportive of pregnant women. Pregnancy-related discrimination was 
experienced by two interviewees. In one case, pregnancy-related discrimination was a product of an 
entrenched macho mentality in the organisational culture; in the other case, the company had a supportive 
organisational culture, but the situation of discrimination occurred as a result of bullying by a supervisor. 
Hence, in the first case, discrimination can be regarded as a result of the second set of gendering 
processes (gendered organisational culture), while in the second case it can be regarded as a result of the 
third set of gendering processes (gendered interactions) (Acker, 1990; Dye, 2006). Still, even when there 
is a supportive environment in the organisations, this can still be a period filled with tensions. 
Additionally, from participants’ discourses, there is a perception that women may still be afraid of getting 
pregnant and enjoying their maternity leaves. Despite being forbidden by law, it seems that losing a job as 
a result of being pregnant is not an uncommon practice in Portuguese organisations, although not in the 
organisations where the research participants work. A situation that illustrates this is the fact that one of 
Cláudia’s employees asked her for permission to get pregnant. She wanted to know if she would be fired if 
she got pregnant. Another situation that depicts this is that some research participants say that their 
company culture is positive because they were not fired when they got pregnant. As in S. Mooney and 
Ryan (2009), some women postponed or were postponing their pregnancies since they believed it to be 
crucial to remain with the organisation a considerable amount of time before having children, so that at the 
moment they became pregnant, they would already be recognised for their skills and excellence.  
There are great differences in the way maternity leave was handled in the case of entrepreneurs and of 
employees. In both cases, interviewees’ narratives reveal both positive and negative experiences. 
Entrepreneurs experienced more fluid boundaries between the period right after childbirth and the period 
thereafter, since they did not enjoy a period of leave away from work. However, most of them had the 
advantage of being able to bring their children to the workplace when needed and, in some cases, they 
had a family support network nearby. 
There is some evidence that ‘numbers’ and the sex distribution of men and women in the organisation 
might have an impact on organisational culture, as argued by Kanter (1977) and Wahl (1992) (Section 
7.4.5). It was verified that in companies with more women, particularly in management, there was a more 
goal-oriented approach, less focus on ‘presenteeism’ and physical presence at the workplace, greater 
flexibility and respect for employees’ work-life balance, lower incidence of sexual harassment, and less 
sexist jokes and coarse language. In contrast, male-dominated companies and environments seem to 
pose obstacles to women, since there are increased expectations of long working hours, overtime work, 
greater emphasis on physical presence and more ‘resistance’ to women in such organisations. Some 
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women were in isolated positions as ‘tokens’ when they first reached management positions or the board 
of directors, and they had to struggle with the gender order either by trying to fit in or by being assertive. In 
contrast, it seems that the existence of a ‘critical mass’ of women at the top has an impact on gender 
power relations, and thus influences interactions, the organisational culture, and even the internal gender 
constructions of individuals.  
Hence, some organisations may be ‘micro-circles’ where gender power relations are more balanced. 
However, these organisations are not isolated, but exposed to exogenous environmental pressures in the 
society and in their interdependence with other organisations, which influences the way gender 
inequalities are reproduced in the organisation (Stainback, Tomaskovic-Devey, & Skaggs, 2010). For 
example, it was analysed that even female entrepreneurs were affected by gender prejudice, e.g. in the 
relationships established with suppliers or with other CEOs, while other interviewees experienced lack of 
credibility and discrimination at the industry level. 
Availability is a pervasive theme in almost all informants’ discourses. In fact, the tourism industry is an 
industry that never stops, since hotels must be open 24/7 and, in some businesses, one has to be 
available for people who are in different time zones, which places a great pressure on workers, particularly 
those with family responsibilities. Availability is required in different forms: overtime availability; constant 
availability; availability to travel; and emotional availability. The ‘total availability’ work culture is a 
gendered aspect of organisation culture, since such a requirement for availability affects men and women 
differently: as one interviewee emphasises, men ‘don’t get pregnant’ and are more available, or assumed 
to be more available, for work commitments, which is one of the reasons why they are preferred for 
management. In contrast, women do not correspond to the notion of the Acker’s ‘ideal’, ‘bodiless’, 
‘abstract’ or ‘disembodied’ worker who has no imperatives outside the organisation (Acker, 1990). Even 
those women who have the required availability may still be affected by the prejudice that women are less 
available until they prove themselves. The same prejudice that hampers women’s career progression 
because of their supposed lack of availability, also hinders men’s involvement in family matters because of 
their supposed constant availability, which leads to a reinforcement of gender roles. 
The theme ‘availability’ shows how family and the organisation are not entirely separable, and how the 
gendered substructure of organisations reinforces the divide between paid work in the organisation and 
unpaid reproductive work at home, while perpetuating images about masculinity and femininity (Acker, 
1998, 2012). It also shows how, in our society, business is deemed more important than family life. For 
example, women who were discriminated against during pregnancy are examples of how reproductive 
work is devalued. The theme ‘availability’ pervades all four gendering processes: in the gendered division 
of jobs into those that require availability in exchange for rewards and status, and those that do not; in the 
‘total availability’ work culture that presupposes an ideal worker unencumbered from family responsibilities; 
in the exclusion of less available workers from events and networking activities occurring outside the 
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workplace; and in the way women feel the need to prove their availability in order to be regarded as 
competent individuals. 
The intertwinement of gendering processes is not only visible at the organisational level, but also at the 
inter-organisational level. Many women feel the prevalence of a male culture reflected in interactions 
during male-dominated meetings, such as meetings with other CEOs. This has an impact on gender 
power relations, which is reflected in women’s feelings of exclusion or inadequacy. The fact that some 
women feel the impact of such gender power relations in meetings with other companies but not within 
their own organisations suggests that their companies may be the exception rather than the rule. 
Although the research participants tend to answer that they have not been discriminated against, in most 
cases they end up describing situations of hidden discrimination, although they tend to refuse to label 
them as discriminatory. Besides, women were more likely to identify discrimination at the industry level 
rather than in their own cases or their work contexts. The situations of overt discrimination observed and 
experienced by the interviewees are mostly related with pay discrimination, discrimination in recruitment or 
promotions, and discrimination or bullying during pregnancy and maternity leave. The identification of 
gendering processes (Acker 1990, 1992) was particularly helpful to unveil hidden discrimination processes 
and practices and show how the structures of the tourism sector are not gender neutral. The situations of 
discrimination, in particular hidden discrimination, experienced and observed by the research participants 
are related with three main gendered subtexts: i) male homosocial ties and exclusionary practices, ii) 
assumption that women are less competent than men; and iii) the notion of the ‘ideal’/ disembodied 
worker, which reinforces the prejudice of women as more family-oriented. Women are more likely to feel 
hidden discrimination at the beginning of their careers, until they prove their competence, professionalism 
and availability. 
Women’s discourses about their experiences in management are filled with contradictions. They 
simultaneously reject the importance of gender and the existence of discrimination, while acknowledging 
situations where women receive less favourable treatment or other situations that could be labelled as 
hidden discrimination. Other studies also concluded that women in high-level positions frequently are 
frequently prone to contradictory discourses, since they strive to ‘keep gender out’ and deny its existence, 
by drawing upon notions of meritocracy and individualism (Patterson et al., 2012b). They considered that 
women who highlight issues of gender risk being perceived as less serious or professional. In Maxwell 
(1997), one of the research participants claimed that the hospitality industry was an equal opportunity 
industry, while recognising that working conditions were ‘appalling’ (p. 232). Hence, it can be concluded 
that women try to distance themselves from victimising discourses. 
While most participants were hesitant to use the word ‘discrimination’ to describe existing conditions in the 
tourism sector, the vast majority of the interviewees believed that women still do not have the same 
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opportunities as men to exercise power. Interestingly, when the word ‘discrimination’ is not used, research 
participants recognise the existence of structural constraints or ‘prejudice’ in the tourism industry. Such 
discriminatory processes are not only felt within organisations, but they span across organisational 
borders. Only three research participants consistently stated that they do not perceive the existence of 
discrimination in the tourism sector. Yet, they believe women in general still do not have the same 
opportunities as men to exercise power. 
While in some specific circumstances women may benefit from stereotypes and beliefs about their 
‘intrinsic’ and ‘essential’ characteristics (positive discrimination), the emphasis on feminine characteristics 
constructs women as complementary and as the ‘other’ of the normative male top executive (Wahl, 1998). 
In addition, the reinforcement of stereotypical ideas about women’s intrinsic characteristics further 
deepens the roots of gendered prejudice, which is one of the main explanations for women’s segregation 
from certain positions, and the lower salaries obtained by them. Hence, it is doubtful that this type of 
discrimination is truly beneficial for women. An example that illustrates well this idea is the one of the 
research participant who suffered discrimination by the hands of the same hotel chain that hired her 
precisely because she was a woman. For Wahl (1998), it is the expectation that women should be 
different from men that may lead women to act in ‘feminine’ ways. 
Gendering processes seem to be a more appropriate tool than the ‘glass ceiling’ metaphor to analyse 
gender in organisation, since the glass ceiling leaves the situation of women who are above the glass 
ceiling unproblematised. In fact, the findings support the idea that barriers for advancement do not just 
occur right below the top, but rather all along a woman’s career, including after they supposedly ‘break the 
glass ceiling’. In the present study, it was observed that even women at the very top of their careers face 
constraints such as male homosocial ties and assumptions of women as inferior. Even when they do not 
feel such prejudice within their organisations, they feel it when dealing with other CEOs or in their 
interactions with suppliers or clients. Additionally, the ‘glass ceiling’ metaphor suggests the existence of a 
single barrier just before the top of the hierarchy, while the conceptualisation of gendering processes 
suggests that constraints may occur at all levels in organisation, and that they may affect all workers, and 
not just those who aim for a career and for vertical progression. Hence, it is rather the whole ‘glass house’ 
than the glass ceiling which hampers women’s advancement. Moreover, while the ‘glass ceiling’ metaphor 
suggests the existence of someone who intentionally discriminates against women and minorities, it 
leaves hidden forms of discrimination unproblematised. In contrast, gendering processes are a better way 
of capturing such subtle forms of discrimination. While the ‘glass ceiling’ may be conceived as a static 
barrier (Bendl & Schmidt, 2010), gendering processes have a more flexible and dynamic nature, and 
constitute a better tool to analyse the daily practices that produce inequalities in organisations. Hence, our 
findings corroborate those of other authors who contend that the ‘glass ceiling’ metaphor is not the best 
conceptualisation of gender and management (Altman, 2005; Eagly & Carli, 2007; Meyerson & Fletcher, 
2000). 
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7.5 The Family Context 
This section and its subsections focus on the analysis of research participants’ family context. Most of the 
interviewees have children. Seventeen participants have children, two do not have children but would like 
to, and five do not want to have or are not likely to have children anymore. Entrepreneurs are slightly more 
likely to have children or have more children, but this might also be an effect of them being slightly older 
on average. The majority of participants who are mothers have one or two children, but two women have 
three children. Both of them were entrepreneurs while they raised their children, and one of them still 
works in her own business (see Appendix 62).  
Half of the interviewees have young children (under 12 years old). Older women (above 55) either have no 
children or have adult children. In the other age ranges, all women have children or plan to have, except 
two women who are in the 35-44 age range. Most of the remaining women have young children, including 
eight women who have toddlers. One of the women was pregnant for the first time when she was 
interviewed.  
As in Cheung and Halpern (2010), participants assign more importance to their families than to their 
professional lives, but their careers are also very important, both for personal fulfilment and for the 
economic benefits: 
My personal life is very important, it is the [emphasis] most important part, but my career is also very 
important because it’s part of me… (Matilde) 
My professional life has a great impact on my personal life, that is, my professional life isn’t above my 
personal life, but sometimes I prioritise it, because my personal life depends on it, you see? It’s a bit 
complicated, but that’s how it is. (Laura) 
Nowadays women who don’t work are rare, and that’s not only for financial needs, but it’s also a 
psychological need. (Beatriz) 
Over the next sections, women’s family situation is analysed, including childlessness and the influence of 
the life cycle on career ‘choices’. Work-family balance/ conflict is investigated, as well as individual 
strategies adopted to improve the conciliation between both spheres. Finally, the role of participants’ 
husbands or partners in the family is analysed, together with women’s perceptions about the evolution of 
the gendered division of household duties and family responsibilities. 
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7.5.1 The life cycle, childlessness and women’s careers 
7.5.1.1 Women’s life cycle and career investment 
Previous studies have concluded that there are differences between men and women in terms of career 
investment over the life cycle. It has been argued that women are more likely to stay at home or have less-
career oriented jobs when they have young children, or to make career adjustments in order to 
accommodate non-work commitments (Wahl, 1992; Wilton & Purcell, 2010). Melamed (1995, 1996 as 
cited in Blomme et al., 2010a) also observed that women are more likely to follow sequential career paths, 
as opposed to simultaneous ones, comprising periods of interruption, for biological and social reasons.  
However, in the present study, most women invested significantly in their careers right before having 
children or while they had young children. Although some postponed or are still postponing motherhood 
until they reach their career goals, they do not intend to take a career break, and one woman even had a 
promotion that required relocation while she had a child below school age. The women who had 
particularly supportive work environments were more likely to have children while climbing to the top. They 
were sure that they had proved their value to their companies and did not consider that their pregnancies 
would put their careers at risk, or jeopardise opportunities for further development. In fact, two of these 
women were promoted while they had toddlers, and one was even promoted while on maternity leave.  
Unlike what was observed in previous literature, almost none of the research participants made career 
adjustments or interruptions while their children were small. However, Francisca was an exception. After 
her child was born, she decided to work in a less career-oriented position with less responsibility, and 
without having to manage a team. She intended to maintain herself in that position for one or two more 
years, in order to ‘enjoy’ her daughter and have more time for her. However, after this period she would 
like to continue her career progression. 
Although most women invested more in their career while they had young children, some women invested 
more or were more available after their children grew up. Teresa observes that her female co-workers that 
have teenage or adult children can invest more time at work, namely in networking, because ‘they don’t 
have that need to go home’. Diana also opened her hotel when her son was already a teenager, and 
Beatriz sold her company to a multinational group and became the general manager, which requires 
relatively frequent travels to the headquarters. Dulce points out that business trips are not a problem for 
her nowadays, since her daughter is now an adult.  
Other interviewees also have plans for after their children grow up. Ana would like to invest in further 
education and Andreia would like to do more business trips and be more in contact with other businesses 
in the field. Paula has adult children who do not live at home with her anymore. She started the travel 
agency during this period. However, she states that she would have opened the travel agency even if they 
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were younger and dependent on her. In fact, it was during the phase when her children were young that 
she invested more in her career as a nurse. This suggests that although later stages of the life cycle may 
be favourable for women’s investment in their careers, and some become more available for travelling, 
most interviewees invested significantly in their careers while they had young children. As in White (1995), 
the women in the present study also work continuously and full‐time, fitting domestic responsibilities 
around their work. 
It was observed in Section Work-related travelling (7.4.1.2) that women’s phases in the life cycle may 
affect their availability and willingness to engage in work-related travel. Still, while some women avoided 
business trips while their children were small, many engaged in work-related travelling despite having 
small children. In most cases, these women were able to do this because they left everything organised 
and, in particular, several of these women had the support of their husbands. 
Although children growing up might be a synonym for greater availability, two interviewees mention that 
teenage children may be even harder to handle.  
7.5.1.2 Childlessness and career goals 
As analysed before, seven of the research participants did not have children at the time of the interview, 
albeit two still wanted to have children. The remaining five women were not likely to have children 
anymore or did not want to have them. Some women believe that having both children and a career in the 
tourism sector is possible but not very compatible. 
Luísa and Teresa admit not having had children due to their professional ambition. For Luísa, her career 
was a very important factor in her decision to remain childless. She believes that although management 
may still not be 100% compatible with motherhood, it is nowadays easier to balance both spheres than in 
the past. She ‘wants to believe’ that women who aspire to having a career do not need to remain childless 
any longer. In Teresa’s case, remaining childless was not a deliberate decision, but her career ambition 
did not give her room to get married or have children:  
I didn’t choose, but I think that because of my great ambition there was never space for getting married and 
having a normal life. So I… I didn’t even realise… It wasn’t a choice, I didn’t choose ‘I don’t want to get 
married’, but the demands were so great, the demands that I made on myself, that in the end… (…) well I 
looked back and thought ‘no, I’m fine like this’, and in fact I think I’ve only managed to get where I got and 
to have this career path, because I was not involved, I was totally free to travel. (Teresa) 
Both women consider that they would not have been able to reach their current positions had they had 
children. Being childless has given them more freedom to travel on business, to move and grab career 
opportunities, as well as to have more time and mental availability to invest in their careers. Graça also 
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acknowledges that not having children has allowed her to be more concentrated in her career. In Mooney 
and Ryan (2009), women without children were also free to grab opportunities such as promotions that 
required geographical mobility. These women did not regard the requirement for geographical mobility as 
a disadvantage, whereas women with children considered that this was ‘prohibitively difficult’ (p. 202). In 
fact, being childless seems to have favoured these women’s careers. Natália is the only one of these 
women that clearly states that it was not because of her involvement with her career that she did not have 
children.  
Two interviewees plan to have children, but have been postponing motherhood in order to advance in their 
careers. Some recognise that although not having children allows them to be more available for work, they 
want to have a family. 
I’m single, I’m 35, I don’t have children, but I want to get married and have children [laughs] but [not having 
children] also allows me to be more available, although (…) I’m not the kind of woman who wants to 
neglect her family life, not at all, I’m very emotive, I’m very affectionate, emotionally I’m like a woman who 
is not a business woman. (Cláudia) 
In this image, the ‘business woman’ is a different ‘species’ of woman, opposed to that of the affectionate 
and emotionally ‘normal’ woman is discussed in Section 7.6.2.2.  
The idea that not having children makes someone less of a woman and that, from the outside, a childless 
woman’s life may seem empty, is also reflected in another participant’s account. When asked about 
whether she had children, she answered negatively but immediately added that she had nephews, as if 
she needed to justify and explain that she did not live in an ‘affection vacuum’. 
To conclude, the perception of a ‘motherhood penalty’ led some women to either abdicate or delay 
motherhood (Anderson et al., 2003; Budig & England, 2001). This seems to have had a positive outcome 
in women’s careers. Although some women decided to remain childless, most women wanted to ‘have it 
all’, as will be analysed in the next sections. 
7.5.3 Difficulties in work-life balance: direction of the conflict 
The research participants were asked several questions concerning their work-family balance and if they 
felt that there was a conflict between both spheres. Work seems to have a greater impact on family than 
family on work. In fact, in NVivo there were 12 sources and 22 references in the node ‘work  family 
conflict’, whereas there were only four sources and four references for the node ‘family  work conflict’. 
Thus, the direction of work-family conflict is predominantly of work on family, both for entrepreneurs and 
for employees. This section reports mostly the experiences of women who have children. 
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7.5.3.1 Work family conflict 
Most interviewees believe that work has a greater impact on family life than the other way around. 
Women’s feelings concerning the impact of work on family are visible in the verbs they use to describe it: 
‘spoil’, ‘ruin’ (‘estragar’, ‘dar cabo’), ‘destroy’ (‘destruir’), ‘stifle’ (‘abafar’) or ‘invade’ (‘invadir'). They feel 
that work interferes with family life because it requires a great amount of time, and leaves them with little 
time for their families:  
All the female managers in the hotel chain feel that they have very very little time for their families. (Ana) 
Either you find someone who understands you and trusts you, and believes and supports you, or you’re 
never going to share a life with that person. You may have a life, alone, with your friends. Not even with 
your friends, because sometimes you’re always out there travelling, and even your friends stop caring 
about you. But work stifles your personal life a lot. And often destroys it. (Laura) 
Laura’s excerpt highlights that it is not only management positions that are difficult in tourism, and that 
other tourism jobs also require abdicating one’s personal life. Besides, it is noteworthy how Ana only 
includes the perceptions shared by her female counterparts in her narrative of time scarcity. The exclusion 
of her male counterparts from this narrative may either mean that she does not perceive men as having 
this conflict because they are unencumbered by family responsibilities, or that she does not broach this 
topic with her male colleagues. In any case, this hints at the invisibility of male managers’ family life in the 
organisational context. 
Despite the participants’ families being more important for them than their careers, they feel compelled to 
give priority to their work commitments, not only because their careers are highly demanding, but also due 
to their families’ partial dependence on their breadwinning activities. Both employees and entrepreneurs 
describe themselves as highly responsible and committed in meeting work demands:  
It is work that has an impact on family, isn’t it, because we end up devoting more time to work than to 
family, the family is left behind (…) work has to be done, we can’t go home and leave stuff undone because 
it has to be done that day, it can’t be done the next day so… we end up spending less time with our family 
and more time at work. (…) You know what still needs to be done and you’re responsible, so you don’t go 
away until you finish everything, so… if a worker isn’t in a management position probably things are easier, 
because the working schedule is more respected. (Sara) 
Of course it’s getting harder and harder to have a family life, isn’t it? Men and women have to put their 
family lives aside in order to be part of the labour market. (Andreia) 
I think that it’s the professional life that affects the personal one the most. I don’t think that having a family 
hinders my work here in the travel agency, but the other way around is perhaps true sometimes… I can’t 
have holidays and be relaxed, completely relaxed… and I answer calls or check e-mails in the evening, 
which I probably shouldn’t do. So… it’s more work life invading personal life. (Tânia) 
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I’d like to spend more time with my family than I do. For example, now it’s Saturday morning and here I am, 
typically people are together at home, but here am I. (Sofia) 
Ana spends so much time at the hotel that she feels that she lives there and that her home is ‘a second 
home’, as this quote expresses: 
I love working here, I feel fine… my home is… my second home is my home… this [the hotel] is my first 
home. (…) I spend more time here than at home. My home is to sleep and not much more, and to play a bit 
with my daughter. So I feel fine here. (Ana) 
Although this does not entail that she feels unhappy at work, it evidences her heavy work requirements. 
Several research participants underline that the peak season and holiday periods are particularly stressful: 
on the one hand, participants’ children are out of school and alternative childcare solutions have to be 
arranged for them; on the other hand, holidays, particularly summer holidays, correspond to the periods of 
most intense activity in the tourism sector. Moreover, it is very hard or nearly impossible for most of these 
women to schedule holidays with their families during these periods, particularly in the summer. Laura was 
interviewed almost at the end of summertime and her account reveals her exasperation: 
You have to make sacrifices because it’s a kind of work that has no… fixed hours … (…) you work all day, 
all night, all holidays, anyway, I haven’t managed to go on holidays yet, I’ve scheduled my holidays this 
year like two or three times and I always have to cancel because I can’t go… obviously I have to go, and I 
have to find some time, but there’s always something getting in the way… (…) for example this weekend I 
wanted to go somewhere. I can’t, because I have a lot of work, you see. It’s a long weekend… I can’t do it, 
I can’t. It’s impossible! I can’t do it, I can’t squeeze this into my personal life. There’s no chance! No 
chance! There’s no chance at all. (Laura) 
According to most participants, this period of the year is very challenging for most tourism workers. Still, 
some interviewees are able to maintain their work-family balance during this period (Figure 7.17).  
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Figure 7.17 Managing school holiday periods and work-family balance 
Source: developed by the author 
 
Some women report how their careers have implied sacrifices in their family lives44. Ana’s definition of 
success itself relies upon the idea of sacrifice: 
But we build our own success, with our dedication, our effort, our availability, our sacrifices, most of all our 
family sacrifices, so, so, so many. I think this is success, in my opinion. (Ana) 
Several informants report work-family conflict related with their pregnancy and nursing periods. However, 
not all interviewees describe conflicts during this period. The participants who mention conflicts indicate 
internal struggles and conflicts with their companies. The women who did not mention conflicts related 
with this phase of their life cycle had either supportive work environments or a solid family network. Due to 
the cross-cutting nature of this theme, it was already analysed in Section 7.4.5.1. 
Despite the prevalence of work-family conflict over family-work conflict, not all interviewees consider that it 
is primarily work that interferes with family life. Helena thinks that both spheres affect each other, and her 
strategy is to prioritise the area that is requiring more her attention, which she calls ‘emergency 
management’. 
A few participants consider that their career and life choices have been challenging and not always easy 
to balance. However, they emphasise less the difficulties and obstacles, and more the negotiation 
strategies used by them to reach the desired balance between both spheres, and underline their 
successful outcomes. For Sónia, work-family balance is one of the most challenging obstacles in the 
tourism sector. However, she believes she has attained this balance, and that her final outcomes have 
been positive. Sónia, together with Dulce, state that their work and family lives do not usually clash 
because they have organised their lives in order to be able to balance both areas. It is perhaps interesting 
                                                          
44 The theme of ‘sacrifice’ is associated with the theme of ‘guilt’, which is analysed in Section 7.5.4.1 and discussed in Section 
7.5.7. 
Andreia
• Andreia takes only a few 
scattered days off when she 
can in order to travel 
somewhere with her family, but 
during most of the summertime 
she brings her children to work. 
Her husband also tries to take 
a holiday during this period of 
the year in order to help out. 
Still, her eldest children are 
now becoming old enough to 
be left at home alone. 
Maria
• For Maria, it is a period when 
there is less work at the travel 
agency and she can stay at 
home with her son, who is on 
school holidays. 
Sara
• Sara would take turns with her 
ex-husband when they were 
married. Since he was a 
teacher, he had more time 
during the summer to look after 
their children, while she had 
more time for that during the 
winter, when there were 
practically no tourists.
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to note that these were the only women who answered the questions in written form. Perhaps an oral 
interview would have deconstructed this apparently solid harmony. Some participants explain that it is 
important to be aware of one’s career choices and prioritise what needs to be prioritised at any given time, 
in a similar way to Helena’s ‘emergency management’ strategy: 
I can discern when I have to be more focused on the career and commit myself to it, and then the family, if 
we talk it through, they understand that they’ll receive less attention for a while, but we’ll make it up later, 
and the other way around. (Maria) 
I’m not only a wife, or a mother, or a professional (…) Sometimes I have to be more of a mum, other times 
more of a wife or more of a manager, and other times also as more of a WOMAN [sic], which by the way 
should not be forgotten. (Sónia) 
Figure 7.18 depicts how two of the women who are content with their work-family balance organise their 
lives: 
 
Figure 7.18 Work-family balance: positive experiences and negotiation strategies 
Source: developed by the author 
7.5.3.2 Family  work conflict 
The interviewees give much less importance to the impact of family on work life than to the impact of work 
on family life. They do not mention practically any specific examples of when their family lives interfered 
with their work as an impediment. Certain family situations may have caused stress and conflict, but from 
their accounts, there is not much evidence that they have led stress spill over from family to work, while 
there is significantly more evidence of the opposite. They tend not to mention situations such as 
pregnancy as interfering with work, though some point out negative reactions from supervisors to their 
pregnancies. However, some women’s career choices were the result of prioritising family, e.g. becoming 
an entrepreneur (Tânia, Laura), postponing motherhood (Ana, Cláudia, Margarida) or staying at home 
some extra months after the maternity leave (Francisca). 
Maria
• Maria emphasises the importance of scrupulous 
time management in order to balance all the work 
and family-related demands. Good organisation 
and communication between the couple is crucial, 
and, in some cases, support with child-rearing is 
required from grandparents. Nonetheless, she 
refrains from claiming that there is a clash 
between work and family, because she is 
passionate about her work.
Matilde
• Before Matilde had a child, she felt that her work 
interfered more with her personal life than her 
personal life with work, since it was a phase of 
great investment in her career. Although her 
professional life still dictates most of her personal 
agenda, after having children, she has started to 
refuse to give up on some aspects of her family 
life, which is ‘the’ most important sphere of her life. 
This way, she has achieved a better balance. In 
contrast to other accounts, this is the account of 
someone who has things under control.
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Some informants claim that they have made the necessary arrangements to be available and to not let 
family interfere with their work commitments, even if this implies stressful lifestyles. They point out that 
men are more available than women are, and that it is women’s lack of availability that hampers their 
career advancement, but not in their specific cases. 
Cláudia states that some women let their frustration from home spill over into the workplace due to their 
husbands’ demands at home and their lack of understanding for women’s professional lives:  
I have a female employee (…) I can understand her but what I can’t understand is why it is the employer 
that has to shoulder the consequences… (…) There are many women whose husbands won’t accept that 
they work until 7 p.m. and arrive too late to cook dinner. This still happens nowadays and it upsets me. (…) 
This causes immense frustration to women… because they feel that they can’t be valued professionally, 
and do what they desire, because they have to bow down to last century’s values. (…) And this has 
consequences for women’s performance at work, no doubt about that, I notice this in my company. 
(Cláudia) 
Cláudia’s account describes the situation of a woman whose position is not a ‘stepping stone’ to any other 
position inside the small hotel. Yet, Cláudia talks about this woman as if this woman had the inner desire 
to work more hours for the company and was constrained by her husband. One the one hand, this account 
depicts i) the situation of a woman who is under both the pressure of capitalism and patriarchy, and ii) the 
situation of her employer who blames patriarchy for her employee’s reluctance to meet the employers’ 
capitalist intents. On the other hand, it hints at the prevailing patriarchal structures and expectations in 
Portuguese households. Once again, this confirms the idea that it is not only management positions that 
are demanding in the tourism sector. 
Raquel is the only woman that mentions the direct impact of family on her work performance, due to health 
problems during pregnancy. The remaining women tend not to mention situations such as pregnancy as 
interfering with work, though they point out negative reactions from supervisors to their pregnancies.  
It can be concluded that, apart from Raquel, none of the other interviewees indicate family  work conflict 
in their lives. Certain family situations may have caused stress and conflict, but from their accounts, there 
is not much evidence that they have led stress spill over from family to work, while there is significantly 
more evidence of the opposite. There are no accounts of women not having performed their work tasks 
because of it. This may be a result of: i) women’s refusal to portray themselves as less professional or as 
weak (also observed in the way women deny having been discriminated against in Section 7.4.6); ii) 
women’s solid family support networks, work flexibility or ability to find alternative arrangements; or iii) 
women feeling compelled to prioritise work over family commitments in a society that privileges production 
over reproduction. 
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7.5.4 Experiencing harmony and disharmony at the intersection of work and 
family lives 
7.5.4.1 Work-family clash: negative feelings and moments of disharmony 
Several women report moments of disharmony between work and family lives. In many circumstances, 
this conflict is not objective but subjective, and is associated with negative feelings, such as feeling guilty 
for not dedicating enough time to family life. This was also observed in previous studies, such as Wahl 
(1992), who documented that women’s conflicts were mostly subjective, related with their lack of time. This 
led them to feel tired, preoccupied, stressed and divided. In fact, most negative feelings described by 
women are related either with feeling tired and stressed out, or with feeling guilty.  
From women’s narratives, it is clear that balancing work and family lives is at times exhausting, even for 
women who claim that they are satisfied about their work-family balance. Maria states that she is usually 
sleep-deprived, which has consequences for her health. She also says that she is under a lot of pressure, 
but that she has got used to it: 
In fact I don’t sleep enough and sometimes this is has consequences for my life and health. Yes, I don’t 
hide that it’s not easy, and yes I have a lot of duties. It’s the [business] (…), I raise my kid by myself, and 
he’s at a very demanding age, food, showers, clothes, house, shopping, I teach at [university], then 
lectures and preparing tests and papers to correct, there at the university I’ve just stopped supervising and 
now the lectures are starting again, I have the travel agency and then I also have to find time for the PhD… 
and for dating. (…) I deal with politicians and mega companies (…) you can imagine the mess. Yet, I’ve 
been working in tourism for 23 years and slowly I’ve got used to it. (Maria) 
During the interviews, it was noticeable how tired several women were. Some frequently got lost in their 
discourses and forgot the questions that they were asked a few times. 
Despite their internal conflicts, most women give an image of themselves as being in control of stressful 
situations. Still, some account for how stressful the demands from different spheres of their lives are, and 
how overwhelmed they feel as a result:  
The worst is when I’m overloaded with work. No one can tell me anything because… I’m on another planet 
and there’s… there’s no way. I can’t. Because people may have the capacity to work, travel, pick the 
children from school… but at some point they hit a block because they can’t do everything at the same 
time. (Laura) 
As analysed before, some women feel guilty for not devoting enough time to their families, or for not 
having been present in particularly important moments in their children’s lives:  
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There are always these moments that remain in our memories, like for example, when my daughter went to 
primary school, and she had the first school party at the end of the year, she really wanted her mum to be 
on the first row watching her, but I, for working reasons, could only leave the office at 7 p.m. and went 
straight there as fast as I could after I was done with work, but when I arrived there the school party was 
over and I couldn’t see her [performing], and she was very sad, and of course these are things that you 
can’t forget. Or for example when… these are fundamental aspects in a girl’s life, my daughter started her 
period, and it was her dad who was by her side once again, not me, because I was away… There are all 
these details that we miss out on in our children’s lives, and time doesn’t go backwards, does it, and 
sometimes we look at them and ‘oh she’s getting so big, she’s already like this’ [laughs]. (Rita) 
Rita’s decision to split her maternity leave also left her feeling guilty: 
Of course I could have taken the four months of the maternity leave in a row, because it wasn’t an 
imposition from the company, it was my decision. And it was my choice because I thought ‘no, the 
company needs me during this time of the year’. Because it was summer (…) and June and July is the start 
of summer and these are months of heavy work in tourism. And it was my choice to do it, although I still 
beat myself up about that even today (…) but it was a manifestation of [my] responsibility. (Rita) 
Some of these women have mixed feelings towards these sacrifices. They express some regret for not 
having been more present, but also receive some peace of mind due to their children having turned out 
well. Therefore, they regard these sacrifices as worthy, which in a way calms down their guilt feelings: 
People need to have time for their families. That was a pain that I went through for some time, though I 
think of dedication in terms of quality, not quantity, sometimes we’re physically present but we’re not 
present at all. But… I had to fight a lot (…) I didn’t dedicate myself [to my children] the way I should have. 
(…) On the other hand, I look at who they are right now and I think that I didn’t fail them that much because 
I have three children (…) that are very well educated. (…)sometimes it hurt inside thinking that I wasn’t 
giving enough to my children, but then I concluded that I ended up giving them what they needed (…). 
Back then they would criticise me (…) but nowadays they recognise that I had to work, work, work in order 
to give them what they have and their education, otherwise they couldn’t have had the education that they 
had. (Beatriz) 
Diana also reports some sacrifices. When she worked for a restaurant, she had to open it at 5 a.m. for the 
housekeeper to get inside. As a result, she had to carry her son from his bed to the car without waking him 
up, and he had to sleep the rest of the night on a couch at the restaurant. She regards these sacrifices as 
worthy and does not regret anything:  
I wanted to buy my own house and I had to pay for it, so I had to work a lot and sometimes… I don’t mean 
sacrificing, because I don’t consider that I’ve sacrificed my son, but there were these little mishaps, but I 
always tried not to let him down in terms of life and sleep conditions. (…) I don’t regret anything (Diana) 
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The moments of disharmony in relation to work-life-family balance identified by women are related with 
several aspects. Some of the women point out moments related with pregnancy and nursing, which 
implied internal conflicts and conflicts with supervisors in their organisations. These moments were mostly 
documented in Section 7.4.5.1. Other moments of disharmony are related with not having time for their 
families and feeling that they have sacrificed them in some moments. This is the main underlying motive 
for women’s negative feelings expressed above, and it is pervasive throughout some of the interviews. It is 
noticeable how some women are almost traumatised for having missed certain moments in their children’s 
lives, since they repeatedly mention these episodes throughout their narratives. 
Conflicts with the (ex-)husband are another frequent theme related with moments of disharmony. Most of 
the women who mention this theme ended up getting divorced. These conflicts are related with their 
husbands’ or ex-husbands’ jealousy, unwillingness to share tasks at home or lack of acceptance of their 
wives’ involvement in their careers: 
I had to conciliate my professional life with the jealousy of a husband who not only did not want to work, but 
also did not want me to, and used emotional blackmail and aggression to scare me. (Diana) 
I had to be both mum and dad because it is hard for men to accept the fact that a woman… has a job 
where she is a leader, where she has to be more dedicated (…) then I ended up getting divorced because 
my husband could not accept my professional life. (Beatriz) 
(…) disharmony when my husband started to not accept that I worked so many hours. [Pauses] So, this 
was disharmony and ended up in divorce. This was a very difficult phase in my life because I had to make 
very hard choices, at the personal level… (Maria) 
As already analysed in Section 7.5.3.1 (Work family conflict), several research participants identify 
school holiday periods as moments of disharmony. Other minor themes related with moments of 
disharmony were: having an emergency situation at work and no one offering to help out with the children; 
living with the in-laws; and having to answer clients or solve work-related problems during weekends. The 
main themes identified in this section are depicted in Figure 7.19: 
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Figure 7.19 Moments of disharmony and negative feelings reported by the research participants 
Source: developed by the author 
7.5.4.2 Work-family balance: positive feelings and moments of harmony 
Not only negative feelings but also positive ones are apparent in research participants’ narratives about 
work-family balance. For some research participants, positive feelings stem mostly from being able to 
balance both areas, having ‘things under control’, feeling understood by their family, as well as from not 
feeling guilty about their decisions: 
I don’t regret anything… his [her son] health didn’t suffer and he didn’t have any problems for spending 
some nights on a sofa [at the restaurant] (…), or getting home late, because work forced me to. (Diana) 
If you want to have children, make sure you don’t feel guilty, my daughters are two happy children, very 
happy, thankfully, they’re healthy… and they’re very, very happy, and they know I’m here [at work], and 
that sometimes they may not see me for two, three or four days, or a week, but they know that I come 
back… and this gives me the stability to focus on my work, because I know they’re fine and happy, and 
they know I’m fine too, so we have to find this balance. (Matilde, first interview) 
(…) you can’t be a helicopter mum, controlling your children and husband. Be confident, have self-esteem 
and be positive. Only this way can women get rid of the burden that the whole of society tends to place on 
them. (Maria)  
Most of the moments of harmony between work and family life described by the interviewees stem from 
the feeling of being able to balance both areas: 
I’m married and I spend half of the time abroad… but this isn’t important at all (…) [because] I can manage 
things at home (…) I think that right now there’s a balance between both areas. (Matilde) 
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Some research participants are able to harmonise their lives because they have flexibility or support 
structures. For example, having her own business allows Maria to stay at home when her child is sick. 
Matilde also mentions the importance of the family support provided by her mother: 
My mum has moved here and this gives me some peace of mind, because if we’re late for a meeting, we 
know that children aren’t going to stay at school until seven, because my mum picks them up at five… and 
feeds them dinner… and when we arrive home, they’ve already had a shower (…) and this gives us peace 
of mind because we know that their daily lives aren’t being affected. (Matilde, first interview) 
Matilde emphasises that it is important for her to feel that her family life is not completely ‘at the mercy’ of 
her professional life. For her, it is positive that she is able to manage her time so as not to give up on 
certain aspects of her family life, as well as knowing that her daughters are fine. For Francisca, becoming 
a mother has been a positive experience, including in terms of work-life balance: 
When she was a baby I took some time off hospitality (…) and I was afraid of what my family management 
would be like… but I’ve been able to maintain a good balance. (Francisca) 
As previously mentioned in Section 7.4.2.1, the fact that her female supervisors also had children 
promoted a greater understanding for workers’ family balance in her organisation. 
For Maria, there is also harmony in her life when she feels understood by her family, and that her family 
understand how her career fulfilment is important for her happiness. Despite her busy professional life, it 
fulfils her and, as a consequence, she says that she arrives home ‘happy’ and ‘does not get cranky with 
the kids’. This way, she reframe work as an ally instead of enemy of the family, and thus she reports 
satisfaction in both domains, the same way as women leaders in previous studies (Cheung & Halpern, 
2010; Friedman & Greenhaus, 2000). She is optimistic about conciliation and highlights the advantages of 
these demands: children become more independent and not over-protected, and trust levels between the 
couple have to be reinforced, especially concerning that almost all of her business contacts are men. For 
other interviewees, the feeling of balance also results from observing that their children are healthy, happy 
and independent.  
Diana highlights her ability to reconcile both spheres. While other interviewees have given more emphasis 
to the importance of flexibility or other structures in their lives, Diana emphasises her capabilities: 
(…) But because I'm so highly skilled, I was able to overcome [barriers] and find a way to be more present 
in my son’s life, and balance the work that I loved so much with my son’s activities, and then I had very 
good moments. (Diana) 
For other interviewees, harmonious moments are when there is a slower pace at work or at home: e.g. 
periods when there is less work and they feel less stressed, or when business trips are scheduled for 
calmer periods at school. For Maria, unlike for most other informants, August is a month of harmony 
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because it is the quietest month in the company since there are only a few clients, and it is the month 
when the school is closed, and she can spend time with her son.  
Finally, other participants mention moments of harmony related with the opportunities that working for a 
travel agency provides, i.e. travelling at affordable prices, and affording family holidays: 
For example, every year I make a point of going on holidays with my whole family, with my children, my 
grandchildren, and take them travelling. (…) And for me that’s one of the most harmonious moments in my 
life and really makes things worth it. I think it’s worth fighting to be able to provide this, isn’t it? (Beatriz) 
The main themes identified in this section are depicted in Figure 7.20. 
 
Figure 7.20 Moments of harmony and positive feelings reported by research participants 
Source: developed by the author 
7.5.5 Strategies for work-family balance 
Most research participants combine several strategies for child-rearing and household maintenance.45 The 
majority of them sends their children to kindergarten and relies on grandparent’s support for the children 
as well. This double support is essential for them, so that they are able to pursue their careers. Besides 
relying on grandparents’ help, some women also mention having occasional support from other relatives 
or close friends, who pick up their children from school when they have to work until later. One woman had 
a short career break right after childbirth. Besides, Laura and Tânia started their own businesses partly in 
                                                          
45 Although the past experiences of women who currenly have adult children were also included in this section, this section was 
written the present tense. 
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order to have more flexibility and a better work-life balance (See Section 7.2.2 – Reasons for leaving 
previous jobs or businesses).  
Concerning household tasks, slightly more than half of mothers interviewed have housekeepers at home, 
in some cases on a full-time basis. Some childless women have housekeepers as well. One woman 
mentions outsourcing laundry services. Despite some women’s flexible schedules, all of them need to rely 
on more than one of the ‘strategies’ mentioned above. Almost half of the mothers interviewed share the 
domestic workload equally with their husbands or partner. In a few cases, it is their husbands who are 
more flexible and available when emergency situations with their children arise. Their husbands’ role is 
analysed in greater detail in Section 7.5.6.  
The work-family strategies resourced to by some of the interviewees with young children are summarised 
in Table 7.8: 
 
Table 7.8 Work-family balance strategies of some of the interviewees with young children 
 Work-family balance strategies 
Matilde  Kindergarten (one child was only two months old when she went to kindergarten);  
 Good coordination with her husband and respect for each other’s careers;  
 Grandmother moved close to them to help taking care of their daughters (but at the time of the 
second interview she had moved to help another relative);  
 A friend picked up their daughter at school when they had to work until later; 
 Housekeeper (did not work as a nanny). 
Laura  Kindergarten; 
 Grandparents’s help; 
 Housekeeper; 
 Husband’s significant sharing of household tasks, but not perfectly equal division (she does more); 
 Closing time of son’s kindergarten is before Laura and her husband finish work  grandparents or 
housekeeper pick him up. 
Tânia  No kindergarten, child stays at home: 
o Three weekdays with grandmother; 
o One with mother;  
o One with father;  
 Housekeeper 
 Husband’s significant sharing of household tasks, but not perfectly equal division (she does more). 
Source: developed by the author 
When asked if she had any support from the hotel, one interviewee answered: 
I had my family who always supported me (laughs), but besides this, at the hotel level, no. (Anonymised) 
This interviewee points out that relying on kindergarten is not enough, and that it is important to have the 
support of a ‘good partner at home’ and also support from other relatives. 
Matilde highlights that one of the problems is that salaries are low in Portugal, and people who have no 
support from relatives cannot afford a baby-sitter to cover the time between school’s closing time and the 
time parents leave work, or to take care of their children when they are sick. In fact, none of the 
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interviewees mentions nannies as a childcare solution, which contrasts with the situation observed in other 
countries, such as Brazil (Salvador, 2012). 
7.5.6 The division of tasks at home and the partner’s role 
7.5.6.1 The husband’s/partner’s role 
According to Hearn et al. (2008), women managers are usually married with men that are in similarly 
demanding or in even more demanding positions. Haavind (1985) labelled this as ‘relative subordination’. 
However, in the present study, only in two cases are women married to men in more demanding positions. 
In Maria’s case, this led to divorce since her ex-husband considered that she was inferior to him in terms 
of both responsibilities and competence. However, in Cristina’s case, she has adapted to the fact that her 
husband’s job is more demanding or ‘important’ than hers. She states that her husband, a manager and 
economist, not only works about ten hours a day in two places geographically distant from each other, but 
also has to bring work home. 
Nevertheless, in the sample of women analysed, it is more likely that either both partners have similarly 
demanding jobs, or that husbands’/partners’ jobs offer more flexibility or are less career-oriented than the 
women’s jobs. This contradicts previous literature (Wahl, 1992; Wilton & Purcell, 2010). However, as in 
Wilton and Purcell (2010), male career adaptation and greater participation in child-rearing is more likely to 
be a response to job-related characteristics, such as flexible work arrangements or tele-work, rather than 
an adjustment to women’s career demands. 
Still, several women describe how their partners or husbands enable them to travel on business by taking 
care of their children (See Section 7.4.1.2 Work-related travelling), or by alternating who stays home 
during family emergencies. These are examples of ‘companionate marriages’ (Jeff Hearn et al., 2008), 
which are best illustrated by Matilde’s example. Although Matilde’s husband has a challenging career that 
requires dedication and significant travelling, both have great coordination and respect for each other’s 
careers. Besides, he has greater flexibility than she has to work from home and organise his own 
schedule. Matilde expresses her contentment not only for her husband’s flexibility, but also for him being 
mentally prepared to support her career decisions. She attributes her husband’s mentality to the fact that 
he had a strong mother: 
Matriarchal societies influence people’s growth and the worldview of men who were raised by strong 
mothers, who conveyed certain values to them, like ‘a woman can be strong and be a woman at the same 
time’ (…) My mother-in-law had a very strong personality, and she was also a fighter and a career woman, 
and my husband (…) regards my career as an important part of my identity. And he regards his role as a 
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 379 
father in the same light as I regard my role as a mother… he doesn’t have to be less ‘developed’ in that 
area only because he’s a man. (Matilde) 
In fact, as contended by Välimäki, Lämsä, and Hiillos (2010), spousal support may be more significant for 
work-family balance and for women’s career advancement than any organisational practice. While most 
authors emphasise the conflict perspective, it is also important to analyse spousal support Välimäki et al. 
(2010). In Matilde’s opinion, she would not have been able to accept her last promotion if her husband had 
not supported her: 
My husband has been fantastic. I can tell you that if it hadn’t been for my husband’s support at home, this 
wouldn’t have been possible. I can wholeheartedly tell you that, because until now I had had my mum’s 
support, but in the meanwhile she is taking care of my grandma (…) and we’re both alone with our 
daughters. And if hadn’t been for his support, this wouldn’t have been possible. (Matilde) 
In other cases, not only do interviewees’ husbands or partners have greater work flexibility, but also less 
career-oriented jobs, which enables these women to become more unencumbered in developing their 
careers. Tânia’s and Rita’s husbands can work from home and their jobs require less working hours, 
Sofia’s husband is unemployed, and Sofia’s husband is unemployed. All these women mention that their 
husbands are more likely to stay home if their children are sick, or if there are other family emergencies: 
My child has already been very sick but I’ve never missed a day of work, but I’m sure that most companies 
do not hire women precisely because of that, because children get sick. In my case it’s the opposite, my 
husband can miss work while I can’t, especially if we’re talking about summer, I can’t. (Ana) 
As Rita’s husband works from home, he can provide the necessary support to their child: 
It is usually said that ‘behind a great man there’s always a great woman’, but behind me there’s a great 
man, my husband, who’s someone that really gave me all the support with my daughter, because without 
him it would be impossible for me to develop my work properly. (…) and when I’m away I always count on 
my husband, who takes on both the father and the mother role when I’m not around, and he has to drop 
her off and pick her up from school, dress her, give her a shower, organise her schoolbag, see if her 
homework is done (Rita). 
Laura also claims that her husband’s business is less demanding than hers is: 
He’s always on holiday. He has two [stores]. They open at 9 a.m. and close at 7 p.m. After that, he has no 
worries. It’s a completely different world, absolutely different. Obviously, he has his own responsibilities, he 
has employees and so on. But (…) nobody will call him during the weekend saying that (…) [they have a 
problem] and that he has to solve it, he can solve it the next day, you see? Whereas if someone calls me 
saying that they need a trip for tomorrow, I have to start up the computer and do it. (Laura) 
Despite her husbands’ greater flexibility and less demanding career, he shares a smaller proportion of 
household tasks:  
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But yes, we [women] always do most [of the housework], there’s no way… we are going to be labelled as 
cleaners for the rest of our lives. It’s never going to be the man… I don’t really know if there’s any…. I have 
some male friends that live alone and do everything by themselves, but when they get married, their wives 
start doing the laundry, organising the clothes and that thing there, the washing machine, and then we are 
labelled with these things for the rest of our lives, and they never worry about them again, you see, I think 
we’re still dragging this situation… but I don’t have any hard feelings. (Laura) 
The same is observed in Tânia’s case, but the division of tasks is not a source of conflict, because she 
has resigned herself to doing most of the work. Men’s greater flexibility or lower work demands do not 
necessarily translate into a balanced division of tasks at home in all cases, although they can 
accommodate family needs in emergency situations. 
Finally, there are two noteworthy cases of husbands having less demanding jobs, but opposing their 
wives’ dedication to their businesses. These conflicts led to divorce. In Beatriz’s case, her husband could 
not accept her career: 
I had to be both mum and dad because it’s hard for men to accept the fact that a woman… has a job where 
she is a leader, where she has to be more dedicated (…) then I ended up getting divorced because my 
husband could not accept my career. (…) Men can’t stand it when a woman works in a position above 
theirs. [pauses] It’s very hard for them to accept this. For Portuguese men. Foreigners sometimes like it. 
Nowadays this happens a lot abroad, a woman is in a management position and works, works, works, and 
the man dedicates himself to the children (…). (Beatriz) 
This attitude of Beatriz’s husband is quite the opposite of the attitude of Matilde’s husband, who regards 
his wife as an equal and supports her career. Li and Leung (2001) observed how challenging it can be to 
deal with the ego of a spouse. Diana also had conflicts with her ex-husband. Besides not ‘helping’ at 
home, he was very jealous and used emotional blackmail on her. He did not have a stable job and he 
created more problems in her life instead of helping: 
If I was still married, I would need better time management to reconcile family in a different way, in this 
case, my husband. (Diana) 
As a result, she started to ‘take refuge’ on her son and the hotel. 
It is interesting to observe that among the research participants there is a linkage between women 
reaching the top either as employees or as entrepreneurs and their husbands’ level of involvement in 
household tasks. All women interviewed who reached the top as employees (i.e. by ‘climbing the career 
ladder’ or rotating jobs across companies) split tasks at home with their husbands or partners. In some 
cases, it is even their husbands/partners who take on a greater share of tasks. Women entrepreneurs are 
the ones who report a more unequal division of tasks at home, as well as more conflicts with their 
partners, although not in all cases. Laura, Paula, Tânia and Cristina state that their husbands do some 
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tasks at home but that this division is not equal. As previously analysed, this may lead to conflicts or not. 
Diana, Beatriz and Maria, are the women that had more conflicts with their husbands, who had reluctance 
to share tasks or opposed their careers. All these three women are divorced. It seems that women’s rise to 
the top in their organisations has in some cases led to a reconfiguration of gender roles at home. 
However, it is also possible to assume that entrepreneurship offered the opportunity for career progression 
to women with little family support, who would otherwise have difficulties to advance in their careers if they 
were employees. 
7.5.6.2 Division of tasks at home: evolution and generational differences 
Several participants believe that there has been an evolution in mentalities, and that men are starting to 
get more involved in household and care-related tasks, although full equality has not been achieved yet. 
Some women identify these tendencies in relation to their own husbands or partners, but most women 
who mention this theme are older, and they notice these differences in the younger generations: 
I see that my son participates much more in household chores and in looking after his children (…) But in 
my generation men were not like that (…) men who are now in their thirties are going to be very different 
(…) the ones who work with me (…) those who already have children have become much more organised. 
(Paula) 
Diana praises her assistant’s husband for taking care of their child when she needs her assistant to go to 
fairs or other events that demand journeys or longer hours. However, while praising her assistant’s 
husband, she also acknowledges that he is the exception rather than the rule: 
[My assistant] is married and has a little boy and… whenever she needs to go to fairs… she has an 
extraordinary husband (…) because that there are men that don’t stay at home alone with babies. There 
are exceptions, that’s true. (Diana) 
Cristina acknowledges that there have been some positive changes, but claims that if couples shared 
household tasks more equally, women would be freer to develop their careers and have equal salaries: 
In the tourism area, women have progressed. It’s availability that is still missing. The availability to travel to 
seminars, fairs, etc. where they don’t go because they have children and families. We need a different 
culture, men thinking that women also have the right to their own careers, and advance, and sacrifice 
themselves two or three days and stay alone with their children and let the woman… (…) Fathers don’t 
offer to stay at home, ‘I’ll take care of things, we’ll survive’ (…) some children are very small and that’s 
understandable, but others not, they’re older and in school age, they need their gym bag, and check if they 
forgot their lunch bags, and so on (…) all those tasks that women don’t usually delegate a lot… or the can’t 
count on the right response to be able to delegate. (Cristina) 
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Despite these improvements, some research participants believe that there is still much to be done. Diana 
does not consider that the parental leave law is contributing to a more equal share of tasks at home: 
Nowadays a man has paternity leave. But his mentality hasn’t evolved yet (…) What was it for? How did it 
benefit his child’s mother, his wife? It earned her having her husband at home, watching TV more often 
than not… That’s true! It’d be better if he was working! If at least he learned how to change diapers… and 
to feed his baby… (…) probably he doesn’t even know how to push a baby stroller… (…) That’s very nice if 
men want to have their rights, but then they should also learn to change diapers, and babies, and wake up 
in the middle of the night and so on (…). For example, the woman is working during the weekend (…) he 
drops their kid at his grandparent’s place to go with his friends to football. (Diana) 
Some women believe that men still do not feel comfortable if women have a more demanding career than 
theirs:  
Men still don’t feel very good if… their wives earn more than them, and on top of that have to go to fairs [or 
travel on business] (…). They start saying: ‘can’t they send anyone else?’… but it’s a matter of mentalities, 
and that’s what we should change. (Diana) 
Moreover, according to Beatriz, one of the causes of divorces is that women do not have time to dedicate 
themselves to their families: 
There are still many divorces, and the reason is that women don’t have enough time to dedicate 
themselves to what they should. (Beatriz) 
Although she seems to imply that the mother/housewife role is women’s main role in the society, in 
another part of the interview, she has a critical perspective of the double-burden still carried by women, 
and criticises the persisting ‘macho’ mentality in Portugal, particularly among Portuguese men: 
Life nowadays demands so much from women… if tasks were truly split 50-50, which never happens, 
especially in Portuguese men that’s very hard to change, that men arrive home and have to cook, bathe 
the children, iron, clean up the house… (…) most men aren’t ready for this, and there’s still a Portuguese 
macho mentality, that I didn’t see while I was abroad, I have foreign friends and they share everything… 
Here there’s still a certain macho mentality, and a flawed principle…that certain things are the sole 
responsibility of women… and until we change that mentality, I think that women should have more 
availability to dedicate themselves to it, without being as exhausted, as I see many women out there, and I 
get worried about them… exhausted, exhausted… (Beatriz) 
7.5.7 Overview and discussion 
Most of the research participants have children, and the majority have young children. Some women were 
aware of the ‘motherhood penalty’ (Anderson et al., 2003; Budig & England, 2001), and decided to either 
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abdicate or delay motherhood. Being childless allowed some of these women to dedicate themselves 
more to their careers. However, most women wanted to ‘have it all’, a career and a family. Although some 
women reported being more available after their children grew up, particularly for business trips, most 
invested significantly in their careers while they had young children, or right before having children. 
Although there are some exceptions, women were more likely to first invest in their careers and only then 
in building a family, while continuing to work full‐time and further investing in their careers. 
Although some interviewees claimed that women’s lack of availability is an obstacle to their career 
advancement, they strongly emphasise how they were able to make the necessary arrangements to be 
available, even if this implied stressful lifestyles. In order to attain their career goals, practically all 
research participants combined several child-rearing and household maintenance strategies. The most 
common pattern was sending their children to kindergarten and relying on grandparent’s support. 
Additionally, slightly more than half of the women had housekeepers. The fact that some research 
participants were in ‘companionate marriages’ (Hearn et al., 2008) also enabled them to become more 
available for their careers, e.g. to work overtime or travel on business. Women who had children while 
climbing to the top were more likely to have particularly supportive organisational environments. They 
were sure that their supervisors recognised their value and skills, and that their pregnancies would not put 
their careers at risk, or jeopardise opportunities for further development. 
The fact that women relied on a combination of strategies and factors that enabled their availability does 
not mean that they achieved this availability without any sort of conflict, or that they managed to maintain 
the boundaries between work and family impermeable. In fact, several research participants emphasise 
how both spheres affect each other. Still, it seems that work has a greater impact on family life than family 
on work. Although interviewees assign greater importance to their families than to their careers, they 
prioritise their work commitments, and this may explain why they emphasise work  family conflict more 
than family  work conflict. From their discourses, there is not much evidence that they have led stress 
spill over from family to work. This may be a consequence of their prioritisation of work over family in a 
society that values production over reproduction, or a result of women feeling that they have solid family 
support, which diminishes the impact that family may have on work. However, it is also important to 
highlight that these women regard themselves as highly professional, responsible and committed in 
meeting work demands, and that their denial of family  work conflict may also be a result of their 
willingness to portray themselves as professionals, much in the same way as the women denied having 
been discriminated against (Section 7.4.6). Moreover, there may be situations that women do not 
construct as family  work conflict, such as maternity leaves or making choices that reflect a prioritisation 
of family over career, e.g. becoming entrepreneurs or reducing their working hours.  
The moments of disharmony related with work-family (un)balance are mostly related with: conflicts with 
supervisors and internal conflicts during pregnancy and nursing; lack of time for their families and feeling 
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that they sacrificed them in some moments; conflicts with the (ex-) husbands over their unwillingness to 
share tasks at home or their lack of acceptance of their wives’ careers; or school holiday periods. From 
women’s narratives, it is clear that balancing work and family lives was at times exhausting, even for 
women who claimed that they were satisfied about their work-family balance. In fact, most negative 
feelings reported by women are related either with feeling tired and stressed out, or with feeling guilty. 
In contrast, positive feelings are mostly related with being able to balance work and family, and not feeling 
guilty about their decisions. Consequently, women emphasise the importance of having flexibility at work 
and family support structures. They also highlight the importance of feeling that their family understand the 
importance of their careers. Other positive feelings reported by the research participants are related with 
observing that their children are healthy, happy and independent, and with the opportunities that working 
for a travel agency provides, e.g. travelling at affordable prices. 
The fact that research participants portray themselves as highly professional leads them to, at times, 
prioritise work and, as a result, ‘sacrifice’ their families. However, regardless of research participants’ 
emphasis on their professionalism and dedication to their careers, it seems that, nonetheless, they have 
internalised the mother role as their main role. The feeling that they cannot totally correspond to the 
expectations of the role of mother due to their professionalism and their heavy work demands generates 
feelings of guilt.  
Previously, in Section 7.4.3.3, women talked about their parents’ roles in their lives and of how their 
mothers were dedicated to the family, even when they were active in the labour market, and how their 
fathers were career models. Their impossibility to mimic their almost omnipresent mother explains the 
feelings of guilt emerging when they do not meet the expectations of the mother role. Some women feel 
guilty for not having dedicated enough time to their families, and for not having been the first witnesses of 
important stages in their children’s lives. Even when their husbands do a greater share of tasks, some 
feelings of guilt remain. However, this discourse coexists with the discourse of women’s emancipation and 
women’s right to have a career and a life purpose besides nurturing the family. The emancipation 
discourse is also strengthened by the materialist desire to provide all the best conditions for their children, 
to maintain their class status, and in some cases, to achieve class mobility. This generates contradictions 
in their discourses, but also provides some relief for their feelings of guilt. However, it is when concluding 
that their children have ‘turned out well’, that they feel more at peace, and consider that their sacrifices 
were worthy. In fact, the word ‘sacrifice’ is extensively used throughout their narratives, which reveals the 
pressure at the intersection of work and family spheres.  
However, some women refused the ‘burden of guilt’. This is the case of Matilde. Interestingly, she was the 
only interviewee who indicated her mother as a role model in terms of career success. The other 
interviewees were more likely to look up to their fathers as role models careerwise. This points to the 
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importance of one’s early family experience in shaping conceptualisations of one’s gender roles in the 
society. This idea is further supported by Matilde’s explanation that her husband’s acceptance of her 
career is a product of his upbringing in a family with ‘matriarchal values’ and with a strong mother.  
In the sample of women analysed, it was more likely that either both partners had similarly demanding 
jobs, or that husbands’ or partners’ jobs offered more flexibility or were less career-oriented than women’s 
jobs. This contradicts previous literature (Wahl, 1992). Half of the research participants had husbands or 
partners that either did a fair share of household tasks or even took on more family responsibilities, 
particularly if the children were sick or if there were other family emergencies. These are examples of 
‘companionate’ marriages and partnerships (Hearn et al., 2008), where there are balanced gender power 
relations and partners are mutually supportive. Challenging the gender order at home helps to challenge 
gender order at work, since the greater involvement of men at home enables women to become more 
unencumbered in developing their careers. 
Although one can also point out that half of the participants’ husbands still do not share tasks equally at 
home, despite some of them having less demanding careers than their wives, this seems to be a 
moderately optimistic prospect, given the tradition of machismo in the Portuguese context. However, male 
career adaptation is more a response to job-related characteristics, such as flexible work arrangements or 
telework, rather than an adjustment to their wives’ career demands, as also concluded by Wilton and 
Purcell (2010).  
Still, from the interviewees’ accounts, there seems to be an increasing expectation of men’s greater 
involvement with home responsibilities, at least in younger generations and certain social contexts. Among 
the younger women interviewed there are more accounts of husbands and partners doing an equal share 
of the household tasks and accepting their wives’ engagement in their careers. Double-breadwinner 
couples are the rule rather than the exception not only in their generation but also in their parents’ 
generation, and this may have contributed to alter the perception of men and women’s roles in the 
different spheres of life. Several participants believe that mentalities have evolved, although full equality 
has not been achieved yet. However, others believe that there is still much to be done, and that the 
‘macho’ mentality is still strongly engrained in Portuguese households.  
Incipient expectations of men’s greater involvement in family life still do not seem to be comparable to the 
expectations held for women – modern men are expected to ‘help’ or do some tasks at home, and an 
equal share of tasks is still not regarded as the norm, but as an exceptional reason for praise, even when 
men are less career-oriented than their wives or have less demanding jobs. Research participants whose 
husbands are significantly engaged at home praise them profusely for that. Therefore, the idea of men’s 
greater involvement in family life seems to more of an exception than the rule. In fact, women’s accounts 
of the reality they observed in their immediate contexts, and particularly in the broader Portuguese society, 
still depict a panorama where women are more likely than men to take on a greater share of household 
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responsibilities, regardless of their involvement in their careers. For example, mothers but not fathers are 
still expected to stay at home when their children are sick.  
Participants’ accounts showed that the ‘macho’ mentality and the traditional family ideology (Torres et al., 
2005) is still visible in some husbands’ unwillingness to participate in household tasks and the 
interviewees’ dismissive attitude of their husbands’ lesser involvement. In some cases, women 
accommodate to the prevailing gender order and continue to bear most of the household responsibilities. 
In other cases, women’s attempts to threaten the gender order at home resulted in divorce. For example, 
two participants reported how their husbands, despite having less demanding jobs, opposed their wives’ 
dedication to their businesses. In addition, some husbands revealed insecurities due to their wives earning 
more than them, as well as reluctance to accept their wives’ careers and lack of understandings for their 
wives’ need for availability. This shows that it is not only women’s double-burden that hampers their career 
progression, but also some men’s internalisation of a certain masculine ideal reified in traditional family 
ideologies.  
This mentality is criticised by the research participants, but also deeply engrained in their discourses. This 
is visible in the following excerpts, among many others: ‘If she wants a career she has to organise herself’; 
‘Women need time management’, ‘Women don’t have enough time to dedicate themselves to what they 
should’ or ‘Women still have a handicap’. Some research participants argue that women who want to have 
a career have to struggle to accommodate the ‘double burden’, but that some women simply ‘choose’ not 
to have a career. However, this notion of ‘choice’ needs to be problematised. Is the decision to have less 
career-oriented jobs a matter of genuine choice? Or a consequence of circumstances and gendered 
expectations? This sends us back to Mooney and Ryan’s (2009) notion of ‘genuine choice’ as an illusion, 
since it is constrained by visible and invisible gendered barriers. 
Regarding husbands’ participation in household chores and childcare, there is a sharp contrast between 
the situations reported by employees and by entrepreneurs. All research participants who reached the top 
as employees (i.e. by ‘climbing the career ladder’ or rotating jobs across companies) either share these 
tasks equally with their partners, or their partners a take on a greater share of such duties. This suggests 
that women’s rise to the top in their organisations may have led to a reconfiguration of gender roles at 
home. However, women entrepreneurs reported a more unequal division of household and childcare-
related tasks, as well as more conflicts with their partners. Even though, in some cases, their husbands 
have more flexibility and a less demanding career, they still do less at home. The response to the unequal 
division of tasks is either conflict or resignation. In some cases, husbands were reluctant to accept 
women’s dedication to their businesses. It would be of interest to analyse in future studies whether 
working for a boss is more likely to lead to a reconfiguration of gender roles at home, or whether 
entrepreneurship provides women in difficult marriages and with little family support an alternative to 
traditional careers. 
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7.6 ‘Doing Gender’ and Constructions of Management and Leadership 
This section investigates women’s constructions of leadership, and their multiple ways of doing gender. 
Firstly, women’s definitions of ‘good leadership’ are analysed, as well as their accounts of their own 
leadership styles. The presence of masculinities and femininities in these definitions are explored. 
Secondly, interviewees’ opinions about the existence of differences between male and female leaders are 
examined. After that, Mavin and Grandy’s (2012) conceptualisation of ‘doing gender well’ and ‘doing 
gender differently’ is used in order to understand how research participants confirm and/or contradict 
gendered constructions of management and gender role expectations in the different contexts of their 
lives. 
7.6.1 Masculinities, femininities and constructions of leadership 
Research participants were asked to define what ‘good leadership’ is. Most interviewees emphasise the 
importance of interpersonal skills. For them, a true leader knows how to communicate, regards workers as 
a team, respects and listens to them, and is patient. She or he should have serenity to deal with problems, 
be ‘somewhat of a psychologist’ and meet their team members’ professional and emotional needs in order 
to motivate them. A true leader stimulates people’s motivation instead of only focusing on profits and 
results: 
I think it’s this… being around them [the workers] and… encouraging them, setting an example, so that 
they feel supported and guided. (Ana) 
This is my daily goal (…) getting what I want, that is, getting the employees to do their work, but also 
respecting them as people (…) People aren’t machines. They don’t leave their problems at home when 
they come to work. (Sara) 
[The ideal leader] regards workers as a team, not just as subordinates. (Graça) 
Some interviewees also highlight the importance of delegating tasks. Other interviewees highlight the 
importance of good communication and transmitting information to their teams, including information about 
the financial and social situation of the company. For them, good leadership is also about maintaining a 
‘close-knit’ team around the same goals:  
Achieving good results with a good team and happy people. (Sónia) 
Make others willingly achieve our goals, without being a pain. (Andreia) 
In contrast, research participants express their dislike for authoritarian leadership styles: 
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A good leader is someone who can, without being very authoritarian, make people (…) do what he wants 
them to, without being very imposing. (Sofia) 
‘I don’t want to be a ‘I see it, I want it, I get it’ type’.46 (Margarida) 
I think that the ‘I see it, I want it, I get it’ type, I don’t think that works. (Paula) 
Despite the importance given to feminine traits and the dislike for authoritarian leadership styles, the 
informants also associate good leadership with some masculine traits, such as being demanding, hard-
working, resilient and charismatic. Some women contend that the ideal leader has a mix of both masculine 
and feminine characteristics, since they believe that men are more practical and objective, while women 
are more emotional. 
Interestingly, interviewees often illustrate their descriptions of good leadership with their own examples. 
This shows how they regard themselves as professional. When describing their own leadership style, most 
research participants point out both masculine and feminine traits. The feminine traits emphasised by 
them are related to being calm, non-authoritarian and humble, by focusing on teamwork, understanding 
and motivating their team, boosting their self-confidence, overcoming conflicts with good humour, having 
good listening skills, providing their subordinates with any necessary explanations, and making them feel 
free to ask or communicate their needs: 
I think it’s important to teach people, to motivate people, to make them understand what the goals are. And 
I think it’s key to work together, as a team, with the people. (…) I spend 75% of my time providing support 
to my employees and knowing my clients. (Teresa) 
I need to have a good team, I have to delegate a lot and be able to trust, but I can’t trust without checking. 
(…) We work a lot in collaboration (…) I think it has been the key for our success, our bond, the 
collaboration between all of us and not having any problems with embracing the work of other team 
members. (Diana) 
People have been working here for many years, we know one another well, it’s a family environment, 
people are at ease expressing their opinions and making suggestions (…) it’s a kind of leadership where 
people’s opinions are needed, and problems are solved together. (Beatriz) 
They may be subordinates, so to speak, but they’re people… and that’s a constant preoccupation that I 
have. (Sara) 
If there’s a team member that isn’t reaching goals, the first thing we have to do is to identify the reason and 
try to understand if it’s the company’s fault (…) they might be overwhelmed with tasks or we’re giving them 
tasks they’re not ready for. (Matilde) 
                                                          
46 “Não quero ser ‘quero, posso e mando’”. (Margarida) 
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Their opinion is always valuable for me. Decisions are made as a team. (…) As a team leader, I try to 
understand their points of view. (Margarida) 
When something needs to be done I’m the first to go with them (…) because if I do it, they have to do it too. 
(…) I do everything they do, I help them a lot, I’m participative, and ask for their opinions. (Ana) 
I try to lead (…) in such a way that people follow me, respect me… and don’t generate negative feelings 
towards me; I try to make [employees] follow me willingly, without being aggressive… they’re my co-
workers, they’re my teammates, in the end… (Andreia) 
These characteristics of the ideal leader described by women correspond to the transformational 
leadership style widely debated in leadership literature (Fatima et al., 2011; Schaap, Stedham, & 
Yamamura, 2008; Yoder, 2001). Rosener (1990) also found out that women are more likely to use an 
interactive leadership style, encourage participants, share power and information and use their 
interpersonal skills to motivate others. However, it is necessary caution when concluding that women have 
a preference for a more transformational leadership style, since it may ‘essentialise’ gender as biologically 
determined, reproduce gender stereotypes and constrain women managers’ possibilities of what they 
should be like by constructing them as emotional labourers (Due Billing & Alvesson, 2000). 
A minority of women disidentify with leadership stereotypes: 
I don’t think I’m a leader. I think I’m too nice (…) but I think that’s the way I am that allows me to succeed, 
well, if this is a success (…) Because I think that all of this is very normal (…) I can’t be nasty. (…) 
Sometimes I get mad alone in the office. (…) ‘I can’t understand… how is it possible that I told them this 
yesterday and that today they’re making the same mistake again (…) I get very sad if I have to get sad with 
them. (Diana) 
Still, certain typically masculine traits are also very visible in several research participants’ accounts of 
their own leadership styles. They assign great importance to time management, establishing clear goals 
and being constantly available. They emphasise how they are upfront, tough, efficient, strict, demanding 
and highly professional: 
My time management is key, I don’t let other people control me with insignificant meetings. I control my 
time. (Teresa) 
 (…) but I don’t want to be on the same level as them because then if I need to call their attention to some 
detail that I can see wasn’t done very well, people may not respect my position (…) there has to be a 
hierarchy. (Sara) 
I’m very demanding with myself and those who work with me (…) I’m very tolerant with mistakes that 
happened in spite of hard work, because it happens, we’re human (…) but I have no tolerance (…) for lazy 
people and people who don’t do it because they don’t want to. (Matilde) 
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I left there fabulous brands in three fabulous and completely different products in three different companies 
(…) and you can only achieve that if you’re extremely demanding. (Anonymised) 
I can’t tolerate it when a worker answers back after I call their attention (Cláudia) 
It can be seen that the research participants value the balance of masculine and feminine behaviours both 
in their definitions of good/ideal leadership and in the depictions of their own leadership styles.  
Women were asked about whether they believe that men and women have different leadership styles. The 
most common themes identified in the interviews were: ‘there are no significant differences’; ‘men are 
more available’; ‘women are more emotional’ and ‘women pay greater attention to detail’. In fact, almost 
half of the research participants do not believe in the existence of significant differences between women 
and men as leaders. For them, the differences observed are more the result of differences in individual 
personalities. 
Still, more than half of the participants believe in the existence of differences between women and men as 
managers. When describing these differences, they emphasise more what women ‘are’ and focus mostly 
on the description of women’s differences in relation to men. They do not make the same effort to describe 
men, or men’s differences in relation to women. This may be explained by the fact that, since men 
correspond to the ‘norm’ and the stereotype of the ideal leader, there is no need to further clarify what 
male managers ‘are’ like, or ‘supposed’ to be like. 
One of main themes identified concerning female leaders’ differences in relation to male leaders is 
associated with women’s emotionality: 
I think that men can be more practical and objective, women are more carried away by emotions. (Sara) 
You need some sensitivity in the way you deal and talk to women… (…) while you can be really tough with 
men, more direct. (Maria) 
Obviously a woman is completely different from a man, she’s more sensitive, you have to be more careful, 
she’s more emotional, I think there are some differences, in fact that’s the only aspect where I’d say there’s 
a difference, because with men I can be much more direct and strict, and I’ve never had any man crying in 
front of me. (Teresa) 
Women are also described as more attentive and focused: 
Men (…) are not as attentive or as observant as women. (Ana) 
A woman in management has a characteristic that a man hardly has, we’re much more attentive. (Cláudia) 
Women are more focused. More focused, more attentive, more focused. Men are more for big things… 
women are more focused. So they’re more attentive. Much more attentive (Cristina) 
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In addition, participants believe that women have more empathy, sensitivity and intuition: 
Women are more sensitive for the hotel sector, and we need many more women in the hotel sector. 
(Diana) 
I think that women have a different sensitivity in relation to several things and…they can ... not just manage 
things according to rules which are laid down or which are standard work rules, they can decide more on 
the basis of… intuition… or empathy sometimes. (Natália) 
Women are more dedicated, women are… I’m not a feminist, not at all… but women are more perceptive… 
the fact that they manage with their hearts, but also with their rational side. (Ana) 
In addition, they describe women as more maternal, calm, non-authoritarian and loyal: 
It depends on the people. In general, I think I’ve known more women with a calmer style… of teaching… 
not being authoritarian, while you notice that more in men. It’s not always like that, maybe it’s just a matter 
of personality, I don’t want to generalise, but the thing is, from the people I’ve known in leadership 
positions, that was the tendency. (Tânia) 
A woman brings a lot of advantages to a hotel unit, women are loyal and very hard-working. (Teresa) 
Women have a greater tendency to have a maternal management style, which isn’t always good, but it’s 
not bad either as long as the level of requirement is maintained. (Sónia) 
Women are much more loyal (…) and they get more attached (…) women are even more loyal at the 
professional level than at the personal level. (Matilde) 
Although the characteristics mentioned thus far reinforce stereotypical ideas about women, they are 
simultaneously constructed as positive for management. In fact, half of the research participants point out 
that women have positive, mostly ‘essential’ characteristics that are important for the sector, e.g. 
sensitivity, dedication, multi-tasking skills. As a result, they believe that the tourism businesses would 
benefit if there were more women in top positions. However, this discourse essentialises women’s 
characteristics and frames gender equality as beneficial for business goals instead of framing it as a 
matter of gender justice.  
Creativity and multi-tasking are usually considered feminine skills, and in the informants’ discourses, these 
are highly valued characteristics that women leaders possess, thereby strengthening women’s association 
with professionalism: 
Women are more flexible and able to embrace lots of different situations in different departments. Here 
they call me the octopus because I can take on marketing, accountancy… I think that men aren’t (…) as 
flexible as women. A woman is much more sensitive and flexible than a man. (Beatriz) 
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I admire women a lot, because women… I’m here and I’m thinking what we’re going to have for dinner, and 
while I’m talking to you I’m checking what my colleague asked me, or I’m sending a message to a client 
(…) men can’t do that. (…) They’re limited in some things, we’re limited in other things, you see? (Laura) 
For example, I think that women are much better multi-taskers than men. (…) A woman can manage ten 
things at the same time and that’s an advantage for the company. (Teresa) 
We have the ability to multitask the way no man can despite what they might think, in terms of 
management and admin we can be flexible and adapt to various types, various levels, be it a level down, 
even in human resources, even in a level up, we can adapt really well. (…) and the ability to do 50 things at 
the same time, the ability to act immediately, women are much quicker, much more daring, and you know 
why? Because we’re used to it, because of our children [and many things happening at the same time] 
(Maria) 
However, not all traits associated with women are positive. Two research participants told that women can 
be mean, jealous, ‘horrible’ and manipulative. However, they distance themselves from such negative 
feminine stereotypes. This issue was analysed in Section 7.4.3.2 (Intra-gender relations). A few 
interviewees also believed women to be less risk-taking and adventurous: 
I think that women have their feet more firmly on the ground, and besides, they don’t risk as much. 
Therefore, I think that if there was a male business partner in our agency, maybe we would have done 
certain things, or have advanced with riskier things, while we analyse all the pros and cons in every 
situation before advancing. (Tânia) 
In contrast, interviewees describe men as more practical and pragmatic, objective, concentrated, rational, 
task-focused, colder, less complicated and easier to read: 
Men are more intolerant than women, and they can be much colder than women. For example, my brother 
and I, we have completely different leadership styles. My brother can be infinitely more patient than I (…) 
but when he has to rebuke someone, he is cutting, cold, icy, incisive. I’m not. I have a shorter fuse, but 
when it’s me, I take care of things, I say what I have to say and it’s case closed, no bitter taste in the 
mouth. (Cláudia) 
Men are more concentrated on each task at a time… (…) and since they concentrate on one single thing at 
a time, they can finish one thing and start on the next. (…) Men are more pragmatic… you hardly see two 
men from the same team in the corridors talk about what this guy or that guy was wearing… it usually 
doesn’t happen… (Matilde) 
What’s good about them? They’re less complicated (…) with a man you can be harder, more direct, they’re 
used to it, men are hard. (…) Men are easier to read, more direct, more practical (…) women aren’t, 
women are much more complicated. (Maria)  
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Us women, we act more with the heart, men are more thoughtful, sometime we are more explosive (…) no 
doubt it’s better when there’s harmony and balance between men and women. (Ana) 
Most participants also portray men as more available. Additionally, a few participants believe that men 
protect one another, unlike women. It is very clear that such aspects are an outcome of gendered 
expectations and gender role divisions, as analysed in Section 7.4. 
When accounting for differences between male and female leaders, some interviewees challenge 
traditional gender stereotypes. The masculine stereotype that men are better than women at technical 
work is contradicted in Tânia’s account. At the beginning of her career, while her tasks were related with 
technical work, Tânia had no problems in terms of career advancement. However, she was aware that the 
entrenched male culture and old-boy networks at the upper levels would become an issue if she decided 
to further climb the career ladder in that company. She also described men as more irrational: 
We advance very cautiously, and there’s nothing that we haven’t previously thought of and analysed, and 
men are… more irrational in this aspect, but sometimes that delivers good results. (Tânia) 
Conceiving men as less rational undermines the stereotype of masculine rationality. Davey (2008) also 
found out that women challenge the dichotomy of traditional stereotypes by positioning themselves as 
rational in contrast to the emotionality of men’s political game playing.  
Traditional gender stereotypes are also challenged by the way some participants ascribe to women but not 
to men certain traits that are related with professionalism, e.g. by arguing women are more competitive, 
more demanding or better leaders than men. This contradicts the notion of men as more professional or 
more career-oriented than women are. Most interviewees also reconfigure hard work and perfectionism as 
feminine characteristics, as in the following quote: 
(…) women are much more demanding than men at the professional level. Men may make little slip-ups 
but women like perfection, (…) we’re much more perfectionists, we’re much more organised, at the work 
level, in planning… in effectiveness. Men are more sloppy. (Rita) 
In fact, some women’s accounts depreciate the idea of men as more professional. Paula considers that 
men complicate things a lot and that they are very limited, while Maria believes that men engage in a lot of 
small talk about superficial topics during meetings, such as the weather, cars, brands, mobile phones and 
football, while women are more straightforward and bypass the small talk. She believes that men care a lot 
about their image, socks, ties, and brands, which challenges the idea of men as less concerned and more 
relaxed about their appearance and image than women. 
Matilde also deconstructs the stereotype that women have more maternal leadership styles than their 
male counterparts: 
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There is this idea that women are mothers. And that if she’s a mother, she’s too motherly in the way she 
manages. I don’t feel that I’m motherly at all in the way I manage. I have two daughters. That’s it! I don’t 
have any children at the office. Because otherwise I’m harming the company and the people if I do that. 
But there’s still that preconceived idea that women are motherly as managers; no, not all are, I think it’s 
more related to each one’s personality. (…) Our former [male] director (…) was so paternalistic that we had 
to replace him. (Matilde) 
7.6.2  ‘Doing gender’ well and differently 
7.6.2.1 ‘Doing gender’ and ‘doing management’ well and differently 
The conceptualisation of doing gender as doing gender ‘well’ and ‘differently’ proposed by Mavin and 
Grandy (2011), and presented in Section 3.5.3, is an adequate tool for a better understanding of the 
paradoxes inherent in women’s ways of ‘doing gender’ and ‘doing management’. 
In Section 7.4.4, it was concluded that women are aware of their position in the gender order, and of the 
stereotypical expectations of women as less competent, less confident or weaker. Hence, in order to be 
perceived as effective and highly professional leaders, women need to distance themselves from such 
feminine stereotypes and to ‘do gender differently’ by resorting to certain masculine behaviours, such as 
being more assertive, particularly at the beginning of their careers. 
However, doing gender differently is not only the result of an attempt to undo gendered prejudice. The 
heavy work requirements, and the non-gender-neutral image of the unencumbered ‘abstract’ ‘ideal’ worker 
(Acker, 2012) demand ‘endless’ working hours and total availability in some cases. By effectively 
responding to these work requirements and expectations, they end up ‘doing gender differently’.  
Moreover, some of these women consider that it is important to take risks, be adventurous, and accept 
challenges, not only for career advancement, but also to maintain the passion and skip monotony. This 
idea explodes with the gender stereotypes, in the sense that women are not just professionals careerwise; 
they are also in it for the adventure. 
This way, by doing gender differently, either intentionally or unintentionally, women reject some of the 
traditional gender role expectations that hamper their external image as professional. Doing gender 
differently challenges essentialist notions of men and women, and disrupts stereotypes of women as 
inferior, unavailable or more family-oriented. Therefore, it contributes to unsettling the gender binary. 
According to Bosak and Sczesny (2011), people’s beliefs about the erosion of perceived incongruity 
between women and leaders may undermine gender roles in the future. 
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However, doing gender differently does not defy traditional ways of doing management. In fact, the idea 
that women need to do gender differently in order to be perceived as efficient managers may in some 
cases reinforce the association between masculinity and management. Maria’s case illustrates this when 
she says that she has to learn about football and politics so that she does not feel excluded in meetings.  
The more entrenched the male culture is in their organisations, the more women feel that, in order to be 
recognised, they have to do gender differently, by being more strict, imposing themselves or trying to 
speak ‘men’s language’ (see Section 7.4.5.2). The interviewees’ accounts suggest that women adopting 
typically masculine behaviours is more common in male-dominated organisations and male-dominated 
fields. In organisations which have less masculine values and which are more female-dominated at the 
top, women have more room to defy the traditional ways of doing management, and to do management 
differently by doing gender well, e.g. by using a ‘different’ language, not allowing for sexist jokes, favouring 
the attainment of goals over presenteeism or understanding employees’ work-life balance needs.  
Maria is critical of the way leadership is done, and advocates that less emphasis should be put on 
availability and that ‘feminine traits’ should be more valued. Hence, this is a claim for doing leadership 
differently. Her criticism is relevant, but it nonetheless falls into an essentialist trap, when she claims that 
men underestimate women’s competences such as their sixth sense. While this claim for a shift to 
feminine leadership styles could facilitate women’s entry into management positions, it ‘essentialises’ 
gender as biologically determined, and may lead to the reinforcement of gender stereotypes, the 
traditional gender division of labour, and it may constrain possibilities of what women should be like as 
managers, e.g. ‘motherly’ or ‘emotional labourers’ (Due Billing & Alvesson, 2000). Hence, the construction 
of an alternative feminine notion of leadership does not challenge the male norm or the gender social 
order (Patterson et al., 2012a). While having the freedom to do gender well challenges gendered and 
masculinised constructions of leadership, in some cases the expectation that women do gender well in 
management and display certain feminine traits may constrain their possibilities of doing management.  
Entrepreneurship grants women more autonomy in the way they intertwine masculine and feminine 
behaviour. Diana’s narrative shows how having her own business allows her to do management differently 
by doing gender well, e.g. by being kind and nice (‘boazinha’). Entrepreneurs experience greater fluidity 
between doing gender well and differently. For example, some entrepreneurs state that their organisations 
have a ‘family-like’ atmosphere. Besides, they can bring their children to the company and thus make the 
boundaries between the public and the private sphere more fluid, albeit this is not necessarily beneficial, 
as analysed in Section 7.4.5.1.  
However, this confirms the idea that in entrepreneurial-led organisations there is greater acceptance of 
multiple ways of doing gender, and greater opportunities for women to do gender well and differently 
(Mavin & Grandy, 2012; Patterson et al., 2012a). Patterson et al. (2012a) observed that descriptions of 
entrepreneurial leadership begin to establish a bridge between descriptions of masculinity and femininity, 
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while masculine hegemony has permeated literature of its founding disciplines, entrepreneurship and 
leadership. Although masculinities are still preponderant, the recognition of the need of intertwining 
masculinities and femininities is a sign of progress from a gender perspective (Patterson et al., 2012a).  
It is also important to investigate how the conceptualisation of ‘doing gender well’ and ‘doing gender 
differently’ is useful to understand how women do gender at the intersection of the family and work 
spheres. Most women regard themselves both as leaders and as mothers, thus challenging the idea that 
management is incompatible with motherhood, and opening up opportunities for doing gender well and 
differently. The fact that most participants want to ‘have it all’, shows how women combine doing gender 
well (by raising a family) with doing gender differently (by investing in their careers). This may contribute to 
slowly dismantle the notion of the ‘ideal worker’ as someone who is unencumbered by family 
responsibilities and totally available for organisational commitments (Acker, 2012). 
However, even when family is more important than work for the women interviewed, their professionalism 
at times implies prioritising work over family. While prioritising work over family is a way of doing gender 
differently and of emphasising their professionalism, it may lead to feelings of guilt, since it clashes with 
their traditional mother role. Despite their professionalism and career-orientation, it is clear in their 
narratives that they have internalised the mother role as their main role. A minority of women have 
husbands or partners that not only understand their wives’ career demands, but also support them and 
share responsibilities at home, which is crucial to enable their careers. In these ‘companionate marriages’ 
(Hearn et al., 2008), both partners do gender differently and challenge the gendered norm. In a few cases, 
gender roles are somewhat reversed at home, with their husbands or partners being less career-oriented 
or having greater work flexibility than them. 
Hence, conceptualising gender as ‘doing gender well’ and ‘doing gender differently’ recognises some sort 
of individual agency to accept or reject gender social role expectations, although it also shows how women 
nonetheless remain constrained by the gender binary (Patterson et al., 2012b). Additionally, it may 
contribute to the understanding of how combining multiple ways of doing gender may simultaneously 
disturb both gender and management-leadership stereotypes. 
7.6.2.2 The delicate balance between feminine and masculine enactments 
Women in service-based work and female-typed jobs, such as most tourism jobs, are expected to conform 
to feminine behaviour, either through their attention to interpersonal skills, e.g. friendliness and politeness, 
or through ‘body work’, e.g. dress and appearance control. By doing gender well and exaggerating 
expressions of femininity, there is validation of femininity and female sex, and they are regarded as good 
workers. However, women leaders still need to find the right balance of doing gender well and differently in 
order to be perceived as effective leaders (Mavin & Grandy, 2012). The same behaviours which are 
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 397 
perceived as positive when demonstrated by male leaders, may be perceived as negative when 
demonstrated by a woman in the same position (Franzén, 1995; Mavin, 2009), thus creating ‘incongruity 
with their socially perceived female body’ (Patterson et al., 2012a, p. 398). Patterson et al. (2012a) stated 
that women leaders may experience social role incongruity when doing gender differently, since their 
behaviour is disaligned with their external mark of sex. Wahl (1998) also found out that women managers 
attempted to balance feminine and masculine expressions in their clothing, language and behaviour, in 
order to maintain their credibility as managers. They need this balance, otherwise they are criticised for 
being masculine, as it may look ‘wrong’ when women adopt certain masculine behaviours.  
In fact, research participants in the present study reject certain ‘male behaviours’ and that women need to 
be or look ‘like men’ in order to be successful leaders:  
We [women] don’t need to adopt any male behaviours to gain the respect of our co-workers. Although we 
are tested to the limit, we can easily prove that we deserve our position, and we prove that co-workers 
prefer working with female bosses, despite the initial resistance. (Ana) 
I have a very beautiful mother, who has always been an excellent professional and very respected in the 
professional world, and who always excelled at being feminine. (…) I had that example, and that example 
made me understand that I need to feel good about myself. If I feel good about myself by wearing mascara, 
blush or some gloss every morning, because otherwise I don’t feel that’s me. (Matilde) 
Matilde reiterates that women leaders should not try to adopt masculine behaviours, as it goes against 
their ‘nature’, and adds that in her company women are allowed to be women when managing: 
And a serious mistake that women make when they reach top management:you can’t manage like a man 
[emphasis]. A woman manages the way a woman should manage, and shouldn’t try to manage like a man, 
that’s a huge mistake, that’s the first step for failure. I’m a woman, I think in a certain way. Besides that, I 
have my own personality, and I’m going to manage according to that. It doesn’t mean I won’t try to improve, 
of course I will (…) but I won’t manage like a man… I can’t, that’s unnatural, that’s a mistake… and that’s 
where most women managers get lost. (Matilde) 
Francisca expressed her disapproval of a ‘workaholic’ female manager who mimicked the ‘ideal’ male 
worker who is fully-committed to the job: 
I had a female manager who simply did not want to have a family or children… she wanted to dedicate 
herself exclusively to her career… and she was at work like a workaholic, like someone who is addicted to 
work, and she wanted her employees to be like that, and I also have had female managers that work really 
well in their eight daily hours, but after these 8-10 hours, they shut down their computers and they go home 
to their husbands and children, and they’re happy like that, and they like to have their weekends and 
holidays and have their lives. (Francisca) 
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Cláudia also felt the need to detach herself from the typical image of the business woman as unfeminine, 
with a male emotionality and no family orientation:  
I’m not the kind of woman who wants to neglect her family life, not at all, I’m very emotive, I’m very 
affectionate, emotionally I’m like a woman who is not a business woman. (Cláudia)  
In this account, the prevalent image of women managers as male-like is reproduced, rather than 
deconstructed. By challenging this idea only through her individuality, Cláudia presents herself as the 
‘exception that confirms the rule’. Patterson et al. (2012b) also observed that women managers may need 
to make a clear a distinction between their business and themselves as individuals: one the one hand by 
associating the former with a masculine world and, on the other hand, by corresponding to social role 
expectations placed on them as women in their private lives. 
Matilde also criticises the belief that women should try to look like men in order to be successful:  
I’d go to the international and national fairs, and even in the international ones, we’d look at the Portuguese 
stand and all women would be wearing a business suit tailleurs… trousers and jacket, everything almost 
the same, low-heeled shoes, hair tied back, or others with their hair sort of half done, slicked back. I’ve 
never been to a fair wearing a suit because… I refuse. Why? Because there are many ways in which 
people can dress well, be elegant and be professional, and not just follow the flock. Some people like to 
dress up more than others, and this has to be respected. (…) I’d go to the Spanish stand right beside and 
the girls there, well the girls in the Portuguese stand were actually prettier, but they [the ones in the 
Spanish stand] were really dressed up, not excessively, but in a balanced way. (…) Women shouldn’t feel 
that they have to dress like men in order to be successful, that’s a mistake. (Matilde) 
Interestingly, several other informants also conflate ‘being feminine’ with a matter of clothing style and 
caring for one’s looks, when they explain that they consider themselves feminine. Hence, ‘being feminine’ 
may to a large extent be equated mostly with external and superficial signs, rather than ‘essential’ 
characteristics. According to Walkowitz (2011), women are indeed expected to undertake more ‘body 
work’ than men. For example, advice on clothes and appearance form a significant part of the self-help 
literature for ambitious women managers (Walkowitz, 2011). 
Clothing shows the importance of maintaining a delicate balance between doing gender ‘well’ and 
‘differently and between different expressions of femininity, in order not to look ‘too’ feminine, and 
particularly not the wrong kind of feminine: 
 [My mother] has never tried to dress like a man, or to look like a man to get anywhere, never. And she 
never had to use short skirts or pronounced cleavages. She has always been feminine and elegant. 
(Matilde) 
Although most women do not feel that they have to dress like men in order to look professional and 
emphasise that women should not be afraid of looking feminine, they emphasise the importance to control 
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just what kind of femininity they want to embody, so as not to entice sexualised interactions and advances 
(as already analysed in Section 7.4.3.5 Sexuality). Women’s preoccupation with not offending or hurting 
the client by rejecting their advances is also a sign of feminine complacency, and hence of doing gender 
well.  
7.6.3 Overview and discussion 
It was analysed in Section 7.6.1 that research participants’ definitions of ‘good leadership’ reflect a mix of 
masculine and feminine enactments. Hence, they visualise a balance of doing gender well and differently 
as positive for management. They attach great value to feminine traits, in particular interpersonal and 
communication skills. Some research participants illustrate their descriptions of ‘good leadership’ with their 
own examples, which shows how they regard themselves as professional. They also describe their own 
leadership styles as a mix of both masculine and feminine traits. They do gender well by being calm, non-
authoritarian, humble, by focusing on teamwork, understanding and motivating their team, overcoming 
conflicts with good humour, by providing their subordinates with any necessary explanations, and letting 
them feel free to ask or communicate their needs. It seems that the research participants’ discourses of 
leadership assigned greater value to feminine qualities, unlike what was observed in previous studies, 
which concluded that ‘macho-management’ discourses of leadership still prevailed (Ford, 2006). They also 
describe how they do gender differently by being goal-focused, having good time management, as well as 
by being upfront, tough, constantly available and highly professional. This shows how women blur 
masculine and feminine understandings and enactments of ‘leader’, as observed by Patterson et al. 
(2012b).  
However, when asked about the most important enablers of their career success in Section 7.3.1, the 
research participants identified mostly masculine aspects, in particular hard work, effort, self-confidence 
and total availability. While women's definitions of good leadership and of their own leadership styles relied 
on a balance of masculine and feminine enactments, the most important enablers of career success 
identified by them are masculine. This suggests that despite the important contribution of doing gender 
well and differently for the daily practices of being a leader, masculine enactments and traits were the 
most effective ones for overcoming gendered career obstacles, such as prejudice (see Section 7.3.3). 
Only slightly more than half of the research participants believe that men and women have different 
leadership styles. They portray women as more emotional, attentive, empathetic, sensitive, intuitive, calm, 
maternal and less adventurous. In contrast, men are described as more practical, pragmatic, objective, 
concentrated, rational, colder and less complicated. While they tend to ascribe feminine leadership traits to 
women and masculine traits to men, this does not mean that they construct women as less professional or 
career-oriented than men. In some cases, stereotypically feminine characteristics are even reconfigured 
as a great advantage in leadership, such as multi-tasking skills, while men’s stereotypes as more objective 
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and professional are dismantled when they say that they are irrational or too focused on appearance or 
superficial conversation topics during meetings. Whereas research participants may describe women as 
different than men, this does not entail that they depict women as less professional than men. It is also 
noteworthy that some attribute traits to male leaders that they previously attributed to themselves, such as 
being adventurous and daring, which means that their discourses may be more revealing of gender 
stereotypes than of real differences between men and women. 
Doing gender differently may challenge traditional gender stereotypes and essentialist notions of women 
as inferior, and hence contribute to disturb the current gender order (Section 7.6.2). In fact, some women 
have managed to challenge the gender order by being determined and asserting their position in the 
organisation, by refusing to do minor tasks, or by not being afraid of being dominant among men. 
Patterson et al. (2012b) also concluded that women have to make more effort to do gender differently in 
order to be recognised or taken seriously, particularly at the beginning until they prove their competence. 
However, doing gender differently is not always intentional, since it may be a by-product of responding to 
heavy work requirements and trying to approximate oneself to the notion of the ‘ideal’ worker, who is 
constantly available to meet work demands. Doing gender differently may also be a result of women 
embracing adventures and risky challenges in their careers, and thus unintentionally dismantling 
traditional gender role expectations. 
However, doing gender differently may also reinforce the association between masculinity and 
management. In contrast, doing gender well may defy traditional definitions of management that associate 
it with masculine stereotypes. However, the construction of an alternative feminine leadership style 
essentialises gender as biologically determined and does not challenge the male norm or the gender 
order. Women’s possibilities of doing management should not be constrained by expectations that they act 
specifically ‘as women’. Women in work environments with a weaker male culture, in particular 
entrepreneurs, seem to have more freedom to combine multiple ways of doing gender, as observed in 
Mavin and Grandy (2012) and Patterson et al. (2012a). 
In order to be perceived as credible and effective leaders, women have to balance feminine and masculine 
expressions in their clothing, behaviour and language (Wahl, 1998), otherwise women may be perceived 
as either too feminine and unprofessional, or as excessively masculine and inadequate. Thus, women 
value ‘body work’, as in Walkowitz (2011), which is important to remain feminine. Whereas it is important 
to look feminine, one should not look too feminine or the ‘wrong kind of feminine’, in part also to control 
sexual advances from the men they deal with. Although most research participants conflate this ‘femininity’ 
with a matter of clothing style, some also highlightebehavioural aspects. In fact, some interviewees 
emphasise the importance of detaching themselves from some masculine traits, and from the stereotypical 
‘unfeminine’, ‘unemotional’ and ‘workaholic’ businesswoman.  
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Most interviewees want to ‘have it all’, thus they invest in their careers while raising their families. Hence, 
in this context, doing gender well and differently, simultaneously, may contribute to unsettle the notion of 
the ‘ideal worker’ as someone with no family responsibilities (Acker, 2012). However, while doing gender 
differently is a way to highlight women’s professionalism, it may lead to feelings of guilt, when women's 
professional and mother roles clash. 
Conceptualising ‘doing gender’ in management as doing gender ‘well’ and ‘differently’ recognises some 
sort of agency to accept or reject gender stereotypes. One can think of agency as the possibilities for 
resistance, subversion and for the remodelling of gender identities in emancipatory ways (McNay, 2000). 
Still, women remain paradoxically constrained by the gender binary, since either doing gender well or 
doing gender differently may both simultaneously challenge and confirm the gender order, which shows 
the complex nature of doing gender. However, while women cannot truly undo gender, they may still 
unsettle both gender and management stereotypes through their enactments. 
7.7 Future Perspectives 
This section is focused on future perspectives. Firstly, women’s plans for the future are analysed, both at 
the professional and at the personal levels. After that, the research participants are asked about what 
could be done towards gender equality, so that more women reach the top of organisations in the tourism 
field in the future. They are inquired about measures that could be implemented at the state level and in 
organisations, as well as about individual strategies that women could employ in order to improve their 
situations. 
7.7.1 Plans for the future 
Research participants were asked about their future plans. They told about both their career and their 
personal goals. Some informants were more optimistic and expected their companies to grow in the 
following years. These women owned or worked for companies that had been growing in recent years, 
and as result they planned to further develop their businesses at several levels, e.g. by improving the 
services offered, expanding the business or increasing the profits. 
 [My plans for the future are] the development of my own company, (…) expand it but not too much, but I’d 
like to have four or five good hotel units, geographically I’d like to have one in each continent, small 
products, boutique, very dedicated to wellness and to teaching the client a healthier lifestyle. (Anonymised) 
I’d like to make the [company] grow and improve things. There are always things that… a company that is 
created from the ground up and that grows very quickly, as in our case, there are always small things that 
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are improved every day (…) keeping on creating fantastic trips for clients, from whom we get great 
feedback, and basically that’s my desire at the professional level. (Tânia) 
Instead of going under, as it happened with many incoming agencies that started at the same time as us, 
we managed to grow and develop, and become leaders. (Matilde) 
The plans are now that the project [x] (…) will last many more years, that it will keep going full steam 
ahead, because thank God until now things have been going really well, and I hope that my professional 
career helps me to attain all my personal goals. (Rita) 
I’d like to open another travel agency in Lisbon. (Paula)  
Increase the profit of my own company (…) keep on motivating the teams and keep on earning a lot of 
money. (Matilde) 
What I’d really like is that we invoice a lot more [laughs] that’s the most important thing… (Sofia) 
Teresa, Beatriz and Matilde plan to keep their teams motivated. Other participants plan to maintain the 
same results and the quality of the services provided: 
Maintaining this quality standard, only that. We don’t want customers to go elsewhere and to avoid that we 
need to maintain our quality. (…) we always like to be the best ones [laughs]. (Diana) 
In terms of career plans, some interviewees highlight that their top priority is ‘surviving’ and overcoming 
the current economic crisis. All the women who mention this aspect are small-business entrepreneurs: 
Keeping the boat on course [laughs], hoping for this crisis to be over, or at least that thing improve… For us 
things are starting to improve… at least for us. (Natália) 
The plans are… overcoming the difficulties that are increasingly coming up. And now in a time of crisis… 
managing the business in a healthy and attentive way. (Cristina) 
I think that things won’t get so bad that we’ll have to give up. (Paula) 
This year and the next one are years that everyone thinks… and I also think… that they’re more survival 
years that years of ambitious goals… but let’s see… (Sara) 
Other women’s plans are more focused on their individual achievements and career development, rather 
than on making their companies grow. Maria, Helena, Margarida and Ana emphasise how they want to 
continue working in the same area because they are passionate about it. Margarida loves working in hotel 
management and she wants to keep working in this area for the time being, although she is open to 
eventually working in other areas in the future: 
It’s a pleasure to come to work. I couldn’t imagine doing anything else, I’ve never regretted having switched 
[degrees, i.e. switching from another area to tourism] (Margarida) 
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Some research participants want to advance in their careers: 
To advance, either in my current position or as manager of the whole unit … who knows. I’d like to continue 
in this department of the hotel sector. (Graça) 
Helena is satisfied in her current positions, but she is also open to new opportunities and projects within 
her area. Ana is also open to change to another company: 
I feel very good here. But in order to know new realities and have new experiences, I won’t hesitate, like I 
didn’t hesitate seven years ago when they invited me. I’m always open to new proposals, of course I am. 
It’s only a matter of analysing them and deciding, that’s the worst part [laughs]. (Ana) 
Luísa plans to stay in the same position, but change to a different team and a different hotel within the 
same company within the next five years, while Sónia would like to experience being a manager abroad. 
Neither of these women have family responsibilities at the moment. 
Three research participants have just reached important career goals, and consequently they are still 
consolidating these recent achievements. Andreia has recently seen her hotel unit win an additional star, 
while Margarida and Matilde have just been promoted. Neither of them planned to reach their current 
positions so soon in their careers: 
I’ve reached the top of my career, I reached it only two months ago, and my aim is to consolidate this 
leadership, to make sure it was the right choice, take this company to a successful conclusion, and most of 
all keep the team motivated as it is right now, and increase the profitability of the company. (Matilde) 
In the first interview, Raquel told that she would like to quit the hotel sector (‘it’s not a very beautiful area’) 
and contribute to start working in vocational training. At the time of the second interview, she had found a 
part-time position as a teacher, while maintaining her positions at the hotel. 
In some cases, women’s career plans depend on their stage in the life cycle. Francisca plans to progress 
in her career in the future, but she would rather not have a lot of responsibility in the short-term in order to 
enjoy her daughter: 
At the moment, since I’ve got a young kid (…) I prefer having these working hours [normal hours], I’m 
comfortable… (…) I have my responsibility as a sales manager, but I’m not responsible for a team, that’s 
different (…) and I’d like to be like this for, I don’t know, another year or two, (…) this way I don’t have 
many responsibilities so I can enjoy my daughter at the moment. But in the long term I’d like to become a 
sales manager. (Francisca) 
Cristina would like still like to develop some projects and then to start reducing her involvement in the 
business, as she approaches retirement age. 
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Some research participants also tell about their plans outside the professional sphere. The most common 
plan is having children: Raquel was pregnant for the first time when she was interviewed and Tânia was 
pregnant for the second time; Francisca states that she would like to have more children; Margarida, who 
has recently reached an important career goal, states that her plans were more at the family level than at 
the professional level, as she would like to have children.  
Matilde, who has been recently promoted and relied on her husband’s support to develop her career, 
expresses her family plans as follows:  
At the personal level, trying not to get fired by my family … that’s the most important thing. [laughs] 
(Matilde) 
Maria, who has already reached a prominent stage in her career would like to have more time for herself 
and her son. 
Rita expects that her career allows her to achieve her goals at the personal level: 
I hope that my career helps me to achieve all my personal goals: providing excellent education for my 
daughter, and that I can really do a good job of providing all the conditions that she needs, so that in the 
end she has a good professional career and status… (Rita) 
Other interviewees plan to dedicate more time to their families after retirement: 
I’d like to retire and have 100% of my time for my grandchildren, I love my grandchildren and I’d like to 
spend more time with them [laughs]. (Beatriz) 
I hope to retire when I’m 60 [laughs] to make the most of life’s pleasures. (Rita)  
7.7.2 ‘What could be done?’ 
In the previous section, women’s plans for the future were analysed. In this section, women’s suggestions 
for a more gender-equal future in the tourism sector are investigated. Women were asked about what 
could be done at three different levels (state, organisational, and individual level), so that more women 
reach the top of tourism organisations. 
7.7.2.1 Public policies 
The public policies that women consider should be implemented are mostly related with childcare. 
According to Matilde, it is crucial to provide women with the conditions to work more if they want to, 
through subsidies, childcare facilities and other kinds of support, particularly to those who wish to have a 
career:  
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I think that the state should provide some support (…) most women, with the salary they earn, and this is a 
national, cross-cutting problem, it’s not related with being a woman or a man, they can’t pay for a baby-
sitter… so at six o’clock a woman has to leave work to pick up children from school because the husband 
is still at work and he won’t be able to do that. (…) I see many people in my team, and if they had other 
financial conditions, allowances, support, or kindergartens… or any other kind of social support that 
allowed them to have someone they could trust to take care of their children… they would be able to 
progress differently in their careers, I see that many of my co-workers have no one who can take care of 
their children. (Matilde) 
Other women are mostly concerned with the peak season, which coincides with the holiday period when 
schools and kindergartens are closed. Hence, one of the measures they suggest is the extension of 
childcare to cover holiday periods. In addition, some advocate the importance of having schools open 
during the whole year: 
If they [nurseries, kindergartens] were open the whole year, they would make more profit, and parents 
could also work, there would be more employment (…) because here if I want to give someone a day off, I 
have to hire more people, it’s the same thing, and they would also employ more people, they would also 
earn more (…) I don’t know why kindergartens work like that. And after-school recreation centres… some 
children leave school and they have no place to go. We need after-school recreation centres to occupy 
children, even if the parents have to pay for it, but [it is important] to know that their children are all right 
(…) This is a demand that the government should make. (Diana) 
For Tânia, companies should be forced to accept requests from employees for working part-time47. She 
believes that such work-life balance measures are more important to boost the birth rate than birth 
allowances: 
I think that Portugal and Europe need more children, so I think that we need more children… I think that 
there should be incentives to boost birth rates, and most of the time it is not child allowance or a small 
subsidy that is going to make the difference (…) I don’t think that it is money that stops people from having 
children nowadays, well… it’s also this, but most of all it’s women’s lack of time. (Tânia) 
For Luísa and Cláudia, the shared parental leave was a progressive measure, and it is a sign that 
mentalities are changing. Luísa underlines that this way men can participate more in family life: 
Nowadays men can also spend their leave with their children, and for this reason the situation has become 
more gender equal, since fathers were somewhat put aside and now they can participate more. (Luísa) 
Interestingly, several women claim that the state itself should be an example if mentalities are to change, 
and that women’s equitable representation in politics would be a first step for changing mentalities and 
setting an example: 
                                                          
47 In fact, in Portugal certain groups of workers can request to work part-time.  
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Even at the state level, women are the minority in government. If there is no egalitarian attitude on the part 
of the authorities, imagine the barriers that still exist to a [broader] cultural change. (Cláudia) 
Some women spontaneously refer to the question of quotas in the candidate lists for the elections to 
parliament. While some are totally against quotas, others are not sure, and one regards them as 
‘necessary evil’ in countries where women are more underrepresented in politics: 
In fact people should be considered and chosen according to their skills, competence, and personality, 
regardless of being a man or a woman (…). Unfortunately (…) it has to be like that [quotas in the 
parliament] for the time being, otherwise they don’t let you in… maybe this way they will have to (…) 
choose based on skills, otherwise, they don’t care at all about that… unfortunately, between men’s and 
women’s skills, if it’s the same, between men, at a male-dominated level, they’ll always pick a man, you 
can be sure of that. (Maria) 
Although Matilde believes that the very existence of quotas for women would be offensive in an ideal world 
where men and women had the same conditions and opportunities, she considers that, in the present 
world, quotas may give women the opportunity to prove their value. 
Other participants consider that the state should also raise awareness of gender issues and continue to 
provide gender equality training, as well as approach certain topics from a very young age in order to 
change mentalities, particularly bearing in mind that the family environment is very often still instilled with 
machismo.  
Not all participants think that the state should try to intervene. For Helena, mentalities and the society are 
changing, and the state should stay away from these issues: 
I think that the state shouldn’t interfere in these matters. I don’t think it’s a matter of state intervention, I 
think that it’s a society issue, and obviously society evolves and it has evolved, and we hope that it will 
evolve more… But I don’t think that it should come from the state, I have some reservations about that. 
(Helena) 
According to Helena, gender equality will be naturally attained. Change does not depend on public policies 
or specific measures in the organisations: 
As I told you, I think that it will happen naturally in the future, and I think that everything that is mandatory 
doesn’t work, for example I think that quota story… I don’t think that’s the way. (Helena) 
Diana considered that if the state steps up, it can create even more discrimination: 
We [women] can turn everything around. And because we are capable of that, I don’t think we need laws, 
because I think it’d harm us more. Then, ‘so why do women have other advantages? If they want equality 
(…)’, a cold war would start (laughs). (Diana) 
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 407 
Although Diana does not support affirmative action measures, she advocates the importance of other 
public policies related with the provision of childcare and ‘making women’s lives a little easier’, so that they 
can dedicate themselves more to their careers.  
Other interviewees are less optimistic about changes occurring naturally, since women’s and men’s 
biological conditioning cannot be changed: 
I think that it is complicated by our condition… of being the only ones… who can have children (Andreia). 
In motherhood it will never be possible to reach equality, because it is the woman that bears the child, there 
isn’t much that can be done. (Margarida) 
7.7.2.2 Organisational measures 
The organisational measure more frequently suggested by women are related with the provision of in-
company childcare in large establishments. Tânia highlights the benefits of this for large companies: 
Really large companies have tax benefits for having an in-house crèche. Usually they don’t realise this. 
And it would be really good for workers with children to have them right by their side (…) and not have to 
drive so much to drop and pick up children. (Tânia) 
Teresa implemented a kindergarten in the hotel chain where she previously worked for, when she still 
lived outside Portugal. She thinks that this measure is important to support women with children.  
Another possibility would be the existence of kindergartens and other childcare services close to the 
workplace with more flexible opening hours, as proposed by Ana: 
There could be crèches close to the places where people work or inside the hotel or (…) [the hotel] could 
have some space for children where there are women working in managerial positions, this would 
undoubtedly enable more women to reach management positions. (Ana)  
Paula also suggests that the association of travel agencies should implement some measures to support 
workers with children, instead of only focusing on corporate interests. 
Other measures suggested are related with providing more flexible working arrangements and reducing 
the need for physical presence at work for so many hours. The participants propose flexible working hours 
for both men and women in positions that allow for it, video-conference meetings instead of meetings that 
require travelling during the weekends, telework, and part-time work after pregnancy for workers who 
desire it. Some participants refer that these measures should target women, while for others these 
measures should target both men and women. Work should be more goal-oriented and there should be 
less emphasis on working a fixed schedule. In her previous area, auditing, Tânia felt that gender equality 
issues were not so much a matter of women not being given opportunities to advance per se, but more a 
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matter of lack of time for conciliating family and work. For her, if there was a better balance, women would 
feel encouraged to raise a family. 
Tânia also considers that there should be better human resources management in order to ensure that the 
workload is divided between workers in a fair way. Some workers do all the work without being recognised 
and others do nothing. If there was a better balance and more control of these situations, people in 
general would have more time for their personal lives. 
Beatriz would add one more hour to workers’ daily schedule, so that they could have Friday afternoon 
free: 
Although women work nowadays, they’re still the ones that devote more time to family and household 
tasks, so they would have more time to go to the supermarkets on Friday and deal with family and 
household matters, and then have Saturday and Sunday to relax and dedicate themselves to their children 
and husbands etc. (Beatriz) 
In Paula’s travel agency, they have implemented a bank of hours (see Section 7.4.2.1) and she considers 
that other companies could do the same. 
Most interviewees do not mention any strategies to uproot gender prejudice at the company level. 
However, Teresa claims that women have to be better understood and given more opportunities because 
they are as professional as men. According to her, mentalities in the organisations should change, and 
business-owners and decision-makers should understand the advantages of attracting professional 
women with know-how and international experience. 
In spite of recognising that tourism is still a male world and having endured situations of hidden 
discrimination, Luísa does not regard these situations as discriminatory or as the root of the problem. 
Therefore, she does not think that it is tourism organisations that should change. Other participants share 
this point of view: 
Travel agencies aren’t different from other private companies, and to reach goals you need effort, and I 
don’t think that it’s companies that have to change. (Dulce) 
In terms of organisations, there isn’t much that can be changed. (…) Organisations are created by people 
who belong to a certain culture (…) As long as a man, a manager doesn’t understand that (…) there are 
more costs to firing a woman for becoming pregnant and hiring someone new (…) a cultural change has to 
take place, only then will it be reflected in organisations. (Cláudia) 
 While Natália agrees that it is not organisations that should change, she is not optimistic concerning the 
speed of change: 
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A lot of things can be done at the country level, not only at the level of travel agencies. Things don’t change 
like that, mentalities don’t change overnight, and things don’t change by decree (…) it’s not going to 
happen any time soon (…) In some countries this has changed by decree, companies were forced to 
include women on company boards, and maybe that’s how things started to change there (…) but for me 
it’s mostly a matter of mentality. (Natália) 
Other women did not know how to answer this question. Raquel has ‘no idea’ which organisational policies 
could be implemented to increase gender equality in career progression. Margarida also commented: 
To be honest, I don’t know (…) Since I’m not a mum, I don’t know those rules very well. I know that 
companies provide the leave and that mothers have break time for breastfeeding (…). If companies could 
do more, I can’t answer that (…) In motherhood equality will never be possible. It’s women who give birth, 
there isn’t much that can be done. In the other areas, things are visibly improving. (Margarida) 
7.7.2.3 Individual strategies 
In this section, research participants’ suggestions concerning individual strategies for career success are 
discussed. Individual strategies are given more emphasis in women’s discourses than either public 
policies or organisational measures. In fact, when asked about what organisations or the state could do, 
some women answered that it is in ‘women’s hands’ to achieve equality and that the solution lies at the 
individual level, hence valuing women’s agency:  
Regardless of being a woman or a man, (…) it’s you who have to hold on to your job (…) and we should 
stop complaining all the time. (…) You have to work, that’s it. (Francisca) 
At the state level, I don’t see which measures could be implemented… I think it’s more at the individual 
level (…) women being prepared, having a good CV, showing that they can be as good as any man, that 
it’s completely irrelevant being a man or a woman, what matters is professional experience and the ability 
of the person to carry out a certain task. (Graça) 
I think that [advancing] only depends on… one’s being able to [balance] their work and family lives. (Diana) 
Seven themes emerged from thematic analysis. The first theme concerning individual strategies for career 
success is related with (i) hard work and competence: 
It was all a result of my work, as you usually say, of my sweat, no privileges, with my merit…for example, 
when I had to work in the eight-to-five shift, I’d work from eight to ten because I wanted to learn more. If I 
was supposed to learn something in three weeks, I wanted to learn it in three days, that has always been 
my philosophy, and that way I got pushed up the ladder the way I really deserved. (Teresa) 
About half of the participants mentioned the importance of hard work, commitment, responsibility and 
effort, and some referred to persistence or sacrifice: 
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Never turn your back on an obstacle. (…) An obstacle should be overcome by being solved. You shouldn’t 
pretend that it doesn’t exist. No. You should solve it. And with that kind of attitude, I think people will end up 
attaining their professional goals… Because that makes others feel confident about yourself… (Beatriz) 
For Beatriz, one has to fight, but without betraying one’s principles. Other participants consider that it is 
important for women who want to advance to work twice as hard as men in order to be recognised in the 
organisation, which shows how women are aware of their positions in the gender order, as already 
discussed in Section 7.4.4:  
I think that the only way of a woman asserting herself and feeling less discriminated against and more 
approved of, is to be successful and commit herself to work, but this requires redoubled efforts, because… 
she’ll always have that burden of… ‘she’s a woman and may get pregnant’… (Cláudia) 
I have the feeling that sometimes it looks like we have to work more to prove we are as competent or more 
competent… (Sara) 
More women mention the importance of never giving up and fighting: 
If you’re consistent and insist, and never give up, and if you’re focused, I think you can get what you want 
(Teresa). 
Do not give up in the face of the thousand obstacles that everyone puts in your way, and do not allow 
others to underestimate or belittle you. (Maria) 
Unfortunately I think we ourselves must keep on fighting for our position, and we have to manage it. That’s 
why we’re powerful… it’s true, if it doesn’t come from us, no one will do it for us. Unfortunately… And I 
don’t even like to hear that there’s discrimination, I really don’t like it, because I don’t even want to think 
that we might be discriminated against… (…) We can turn everything around. (Diana) 
Tânia and Helena underline the importance of advancing on one’s own merit and not because of other 
people ‘pulling strings’ behind the scene. For Laura, it is helpful to start one’s career at a young age since 
tourism careers are very tiring: 
[Working for tour operators] is real slavery, it’s a lot of work… (….) it’s a very tiring career… I’m almost 40 
and I’m super tired, the best years in tourism is when you’re in your 20s or early 30s, because that’s when 
you’re strong and learn a lot. (Laura) 
Other research participants point out the importance of being well-organised and methodic (Tânia, Maria, 
Matilde), of establishing short, medium and long term goals and working towards them (Matilde, Sónia), of 
having time management skills (Teresa, Maria, Matilde), and of continuous learning (Maria, Matilde): 
My first boss (…) told me ‘Matilde, I’m going to give you some advice (…) never refuse to learn. Learn 
everything. Even if it’s not your responsibility, you don’t know if you’re going to need it in the future. 
(Matilde) 
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And another great piece of advice (…) from a person that I admire a lot, who told me: add value. Make 
space for yourself and add value. If you add value and make space for yourself you’re no longer performing 
a function, but you become an important element, you’re not replaceable, because people that don’t add 
value to what they’re doing become easily replaceable. We sometimes say that ‘no one is irreplaceable’, 
but some people are more replaceable than others, aren’t they? [laughs]. (Matilde) 
Develop your skills as much as you can and don’t get stopped in time, or don’t think that because you’re a 
woman you already have so much to do, that you don’t dedicate attention to yourself, and cancel yourself 
and your skills. (Maria) 
I think that one of the things we should teach to women is time management. Women are not very well 
structured or organised. I think that for them to do so many things (…) they have to be highly disciplined 
and organised… there’s a lot of discipline missing, this isn’t a part of our culture, this is a challenge… 
‘discipline, what’s that? Who came up with that word? That doesn’t exist’, it’s a great effort, having 
discipline is a pain. So I think that in terms of strategies, I think that there’s a lot to do, but I think that if 
women were more structured and disciplined, I think that they would be able to advance… to advance 
much more than they have until now. (Teresa) 
In the last account it is implied that women should be fixed and that they are to blame for their 
comparatively subordinate situation in the society and in the sector. In fact, Teresa advises women not to 
think whether they are being discriminated against, since this is a way of creating barriers for themselves. 
Therefore, she advises women to always move forward ‘without thinking that they are women’. While in 
other parts of the interview she did recognise the prevalence of machismo in Portuguese tourism 
organisations, she also blamed women for creating their own barriers with their emotionality and their lack 
of time management, and their preference for spending time with their children.  
The second theme identified in women’s discourses about women’s individual strategies is (ii) showing 
skills and availability. Participants underline the importance not only of total availability, effort and 
ambition, but also of showing these in the organisation: 
 Women have to make efforts to be seen. (Paula) 
Women need to have a good CV, show that they don’t lag behind men, that it’s completely indifferent 
whether you’re a man or a woman, that all that matters is the skills that the person has to carry out a 
certain function (…) I think it’s a lot about having the required availability. But from the moment you show 
you have that availability, and that you’re willing to win and advance, that issue is overcome, and you’re 
regarded as equal. (Graça) 
The third theme is related with (iii) confrontation strategies and assertiveness. These strategies can be 
divided into those related with career advancement and those related with not letting work interfere 
excessively with one’s other life goals. Some women contend that it is important to fight, to assert one’s 
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rights, to become stronger, to make oneself heard and respected, and to confront bosses, supervisors and 
co-workers when necessary: 
When we really want to change something and really want something, we have to fight for it, we have to 
assert ourselves and we have to present arguments that we’re an added value for the company, or that 
they can really bet on us, that we can give as much or more than a man (…) I think it’s in our hands, I’m 
going to give you an example. When you think that you really deserve something, you must be able to 
approach your supervisor or the general manager or whatever and say ‘look I’m in this contractual 
situation’, and negotiate your own conditions, and promote your professionalism (Rita). 
You have to be sure of yourself, and as a woman, either you get there and say ‘I know what I’m doing here, 
I know more than you, even if you bend over backwards, you’re not going to make it’, otherwise, forget 
about it. (Maria) 
You need to work your way up, you need to elbow your way to the top. (Matilde) 
For example, Matilde mentioned in several moments of the interview how she had a bad temper, and 
Maria told how she sometimes had to be ‘as mean as a snake’. 
Other participants mention aspects related with protecting their family and personal lives from excessive 
work demands, and not letting the company decide their path. Francisca underlines that women should 
not be afraid of not putting in extra hours or of getting pregnant. Matilde also highlights that it is important 
for women not to feel guilty for wanting both a career and a family. 
Make a good personal plan. (…) Don’t let the company map out your way, this should be an individual task 
or choice, taking the lead in your life is fundamental to progress and being successful. (Sónia) 
The fourth theme is related with (iv) strategies for fitting in. These strategies do not aim to challenge the 
gender order, but instead that women adapt themselves to it without disrupting it. Laura and Rita mention 
strategies for dealing with dinners with clients or when going out for drinks with clients or co-workers. 
Laura recounts that it is important to keep a distance when clients make some advances but without 
making the client feel resented. Others also highlight the importance of the attitudes and appropriate 
clothing (See Section 7.4.3.5 – Sexuality). 
Maria shares her strategies for not feeling excluded at the beginning of meetings when men started talking 
about politics and football. These strategies are important not to feel excluded at the beginning of 
meetings and left in a weaker bargaining position.  
Four women claim the importance of being humble and not being arrogant or overconfident. Still, Ana and 
Tânia underline that it is also important not to be submissive or obsequious.  
Chapter 7: Women Managers’ Experiences in the Tourism Sector – Qualitative Approach 413 
Another theme that emerged is how (v) doing what one likes is one of the keys for career success, which 
is underlined by five interviewees: 
You have to love what you’re doing. If you don’t like it, it’s better to consider what you would like to do in 
another area and change (…) in order to be competent you have to like what you’re doing (Tânia) 
Above all I recommend that you like what you’re doing, that you really like it. I’m thrilled with what I do… 
(…) Some time ago I heard some guru, I guess on TV, saying ‘get a job you love and you won’t have to 
work a single day’48. (Matilde) 
The sixth theme is related to the importance of investing in (vi) education for promoting women’s 
advancement in organisations and attaining gender equality. As analysed before (Section 7.2.4), some 
women had themselves invested significantly in their education and had pursued or were pursuing 
graduate degrees and MBAs. 
Interestingly, some women suggest that this investment in education is the solution for increasing women 
in high-level positions and doing away with gender inequality in management. For example, Raquel 
believes that gender inequality will naturally and gradually fade away if women continue investing in 
education and showing their skills. However, when interviewees were asked why women do not advance 
more in their careers, none of them answered that women are less educated or skilled than men. The 
obstacles they mentioned were related with the demand for availability, and with structural aspects in 
organisations, in particular the preference for men for certain positions. Therefore, education is not a 
solution that tackles the root problem they had previously identified. This idea is corroborated in Chapter 1, 
where it was concluded that differences in education do not justify women’s lower earnings or segregation 
from top positions. 
The last theme is related with (vii) family planning. According to the participants, it is important to plan 
career and family life, and to find work-family balance, as well as emotional balance: 
My first advice is to be psychologically ready, not being afraid… if you want to have a family, ensure that 
you don’t feel guilty, my daughters are very happy children (…) and they know I’m here, always, and that 
sometimes they don’t see me for three or four days, a week, but they know that I come back… and this 
gives me stability, it allows me to concentrate on my work, because I know they’re fine and happy, because 
they also know that I’m fine, so you have to find this balance, this is also very important for a woman that 
wants to have a family. (Matilde) 
A number of interviewees also highlight that it is important to find strategies for work-family balance. The 
individual strategies adopted by these women were discussed in detail in Section 7.5.4. Besides, two 
participants became entrepreneurs in order to travel less or have more flexibility, and thus achieve a better 
work-family balance. Some women also mention the importance of family support from other relatives: 
                                                          
48 ‘Choose a job you love, and you will never have to work a day in your life’, Confucius. 
414 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
 
You can’t have the necessary dedication if you’re in a position of responsibility, if you’re worried that your 
children are still at school or that they’re sick, if you don’t have a family structure that provides you with 
support, and the feeling that you can work longer and that the rest, your family life, is ok. (Graça) 
Others highlight the role of the partner or husband, and that having a supportive partner and splitting tasks 
at home is crucial (See Section 7.5.6.1). 
The best thing is to find a partner that is not afraid and that is self-confident, that understands you and that 
helps you if you want to have children, or if you already have a family (Matilde) 
Some women advocate more assertive strategies in relation to securing their work-family balance, such as 
not feeling guilty for wanting both a career and a family (Maria, Matilde) or splitting tasks at home (Matilde, 
Diana, Cristina). Matilde emphasises how women feel burdened by guilt in Western societies, and how this 
should change: 
Us women, regrettably, and this is related to our culture and religion, and to the values that are inculcated 
in us from childhood… (…) that give us the burden of guilt. The Western Catholic or Christian woman still 
lives with the guilt… and, in more industrialised societies, she also lives with the pressure that she has to 
be the best, and we have to be much better than men (Matilde). 
Some interviewees also suggested not having children or having children later in order to advance in one’s 
career: 
The tendency is to get married increasingly later, and also for having children later, so maybe we [women] 
will earn some points with that… (Diana) 
Whether we like it or not, children are… it’s not that they are an impediment, but they’re an obstacle, for 
bosses or even for women who reach a top position. I became a mum later in life for some reason, it was 
precisely because of this. (Ana) 
Although Luísa admits that one of the reasons why she decided not to have children was because she 
was so career-oriented, she states: ‘I want to believe that it [not having children] doesn’t have to be a 
strategy any longer to reach a top position’. She believes that nowadays it is becoming easier for women 
to balance both areas, although she does not provide more details as to why she thinks it is now easier to 
have children than before.  
Two research participants contend that sacrificing family life may be necessary in order to be successful: 
But well… we make our own success, it’s our dedication, our effort, our availability, our sacrifices, mostly 
sacrificing family life. (Ana) 
(…) [The travel sector] is a field that isn’t easy, because you have to give up a lot of your personal life, it 
demands a lot of dedication, and I think that all this dedication, effort and professionalism with which I 
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faced my responsibilities, partly putting my personal life aside, was what led me to be recognised and that’s 
what allowed me to grow in the company. (Rita) 
To sum up, some of the individual strategies proposed by the research participants align with the status 
quo, and do not address the gendered structures and beliefs in their organisations, family and society. An 
example of this is that some women feel that it is important to dress carefully and take steps to prevent 
certain attitudes and unwanted (sexual) advances from clients, because they believe that it is better to 
prevent certain situations than having the client feel resented. In addition, instead of rebelling against the 
inequality in the distribution of tasks at home, the prejudice of women as less career-oriented or the ideal 
of the unencumbered worker, many women proposed strategies that again do not challenge these 
gendered ideas and practices. They proposed that women should improve time management, show their 
availability, work harder than men, sacrifice family needs and delay motherhood. This way, participants put 
the solution in the hands of women themselves, instead of suggesting structural changes in the society.  
However, some women also recommend strategies that confront gendered structures, beliefs and 
prejudice, and that challenge the status quo and the prevailing gender order. For example, in the 
organisations, some women argued that it is important to fight, be assertive, not feel compelled to be 
constantly available or to put in extra hours, and not to be afraid of getting pregnant. In the family sphere, 
some participants underline that women should not feel guilty for wanting a career or for wanting to have a 
family, and that tasks at home should be divided equally between partners. 
7.7.3 Overview and discussion 
When asked about their future plans, interviewees from companies with an upward tendency expected 
their companies to grow, while other interviewees planned to maintain the same results and women from 
smaller-sized companies expected to ‘survive’ the economic crisis. Other women were more focused on 
individual achievements and career development, whereas women who had recently reached important 
career goals expected to consolidate their achievements. Finally, some women were more focused on 
plans at the personal and family levels. The most common family goal was having children. 
The informants were also asked what could be done towards gender equality, so that more women reach 
the top of organisations in the tourism field. The main solutions proposed by the research participants in 
terms of public policies, organisational measures and individual strategies are summarised in Figure 7.21: 
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Figure 7.21 'What could be done?' Research participants' suggestions 
Source: developed by the author 
 
Although the problem is not individual, they focus more on solutions at the individual level than at a more 
structural level. Many women literally said that the solution is ‘in the hands of women’. This is in 
accordance with Ng and Pine (2003), who also reported that women in Hong Kong are more likely to 
favour personal strategies to overcome career barriers. In this study, although some women criticised the 
masculine norm of management and leadership practices, they were not deeply critical of them.  
When analysing the solutions proposed by women at the organisational and state levels, it seems at first 
that the main problem behind women’s underrepresentation at the top is a matter of lack of time and lack 
of childcare solutions, since informants strongly emphasise the importance of childcare facilities and more 
flexible work arrangements. In their discourses, the solution for the problem of lack of childcare facilities is 
placed in the hands of the state, while the solution for the problem of lack of time and flexibility is mostly 
placed in the hands of organisations, which should provide more flexible working arrangements. However, 
when looking at the individual strategies proposed by women, it is clear that the strategies proposed by 
them mostly target a completely different issue: the prejudice against women in organisations. While some 
women suggest strategies that challenge and confront the pervasive gender order (having no fear, being 
determined etc.), others suggested individual strategies that ensure adaptation to the existing gender 
order, without trying to confront it. Some examples of strategies that are hardly critical of the gender order 
are that women should learn time management, or that they only way for women to be less discriminated 
against is to be successful and more hard-working than men. Besides, some participants suggest 
strategies such as greater investment in education, which do not tackle the root problems that they 
previously identified, namely the demand for availability and gender prejudice.  
In fact, some women have difficulties to suggest which state or policy measures could be implemented – 
they attribute the problem of lingering gender prejudice to a backward mentality pervasive in the 
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Portuguese society, which may only slowly be tackled. While some believe that the state could play a role 
in this area, others are less optimistic that something at all can be made to speed up the pace of change. 
Although some women suggest that the state sets an example and increases the number of women in the 
government, the main way of dealing with gender prejudice and the macho mentality proposed by them is 
through individual strategies – some of which undermine prejudice, while others ensure adaptation to the 
environment.  
Although a few women underline the importance of having more women in government and in politics, 
practically all of them are against, or at least reluctant, to the idea of introducing quotas for women. It 
seems that women face the contradiction between wanting changes to take place, and refusal that 
equality be achieved through measures that can be construed as non-meritocratic, since they want these 
changes to occur because women’s value is recognised. This is also observed in the study of Ng and Pine 
(2003). In fact, apart from the woman that considered that quotas were a ‘necessary evil’, no other women 
supported quotas or any other kind of affirmative action measures. 
However, some women are convinced that changes will occur ‘naturally’. This construction of gender 
equality as a ‘natural’ achievement overlooks all activism and political advancements that brought about 
the changes observed nowadays, as well as the modernisations in legislation and other spheres from 
society, which are far from being a spontaneous occurrence.  
Another aspect to be retained is that many women mention more widespread childcare as an important 
measure, but practically no women refers to the cost of childcare for families as a problem. Women only 
point out the importance of more childcare options with different opening hours, or that these are 
potentially profitable services that are not being explored by the private initiative. The issue of class 
appears here: most of these women belong to a privileged social class. For them, the problems 
concerning childcare options might be different from the problems identified by women with less economic 
resources. Only Matilde recognises that not having the financial conditions for paying for childcare might 
be an obstacle to career advancement for some individuals, though not for herself. Interviewees suggest 
that childcare can be provided in different forms: public nurseries and kindergartens; company in-house 
childcare facilities; childcare facilities close to the company; or childcare provided or arranged by the 
association of travel agencies. 
Women from micro-sized businesses are more likely to suggest measures to be implemented at the state 
level. It seems that women from medium and large-sized companies are more likely to mention measures 
that can be implemented in companies, in particular childcare facilities. Previous studies concluded that 
the measures companies apply depend on their size. While a 24-hours nursery may be an adequate policy 
for a large company, such as the Portuguese national airline (GOVCOPP - Universidade de Aveiro, 2015), 
it is unattainable for the majority of micro and small-sized companies to do this. In small companies, even 
having a few workers with parental leave might pose problems for the company, e.g. in terms of organising 
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shifts (GOVCOPP - Universidade de Aveiro, 2015). According to the empirical carried out in the Gentour 
project (GOVCOPP - Universidade de Aveiro, 2015), most of the research participants did not believe that 
in-house childcare is feasible in the vast majority of tourism companies, given their small size. However, it 
is not impossible for SMEs to implement other policies towards gender equality in the workplace. Some 
studies document that it may be feasible for smaller-sized companies to implement such measures 
(Arend, 2014; Donlevy & Silvera, 2007). In fact, the managers interviewed in the Gentour project were 
relatively more open to establishing protocols with family support services, or collaborate with other 
companies in order to negotiate an extension of closing hours with existing childcare providers. 
It is interesting to note that research participants are more critical of childcare facilities and schools closing 
too soon, than of working hours being too long. This suggests that, for them, it is the family that should be 
adapted to business demands, and not business that should allow for a balanced lifestyle. However, some 
women were critical of both aspects.  
Regardless of the type of individual strategy suggested, it is clear from women’s discourses that they 
privilege solutions at an individual rather than at a structural level. In addition, women seem to face 
contradiction between wanting changes to take place, and refusal that equality be achieved through 
measures that can be construed as non-meritocratic (e.g. affirmative action), since they want these 
changes to occur because women’s value and capabilities are recognised.  
7.8 Cross-cutting Aspects 
7.8.1 Differences between research participants’ experience of gender processes  
The effects of gender processes on careers and life paths are not equally visible for all research 
participants. They were least visible in the discourses of childless research participants, whereas they 
were most visible in the discourses of the research participants who had children. However, this was not 
by any means a one-to-one relationship, but it was moderated by several factors, as depicted in Figure 
7.22: 
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Figure 7.22 Factors that moderate women's experiences of gender and gendering processes 
Source: developed by the author 
 
The women who were more likely to feel the negative effects of gendering in their careers were those who 
had children, worked as employees, lacked family support, particularly from their spouse, and/or worked 
for an organisation where a male culture was deep-seated. In contrast, the women who reported a weaker 
impact of negative gendering in their careers were childless, or had their own businesses, a solid family 
support network, a partner who took on an equal share of family and household responsibilities, or worked 
for organisations with a ‘critical mass’ of women in management and a less entrenched male culture.  
The employees and the entrepreneurs interviewed experienced the impacts of gender and gendering 
processes differently (Figure 7.23). One the one hand, employees mentioned overall twice as many more 
situations in which they felt the effect of gender, as compared to entrepreneurs. On the other hand, 
employees were considerably more likely to report gender-related constraints or conflicts within their 
organisations (particularly with supervisors and co-workers, but also with subordinates), whereas 
entrepreneurs were slightly more likely to report gender-related conflicts both in their families (because 
husbands are unwilling to share tasks at home or dislike their wives’ involvement in their careers) and in 
business contexts with individuals from outside the organisation (e.g. clients, business partners or 
suppliers).  
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Figure 7.23 Source of gender-related constraint or conflict mentioned by interviewees, by interviewees' status in 
employment 
Source: developed by the author 
 
Still, women who work for larger businesses and who have climbed to the top of their careers instead of 
becoming entrepreneurs see more inequalities in the tourism sector than the women who work in smaller 
businesses or have become entrepreneurs. The more they climb, the more inequalities they see, not only 
in their organisations, but also in the organisations around them. 
7.8.2 The Portuguese tourism sector in contention: women-friendliness vs. 
genderedness  
Tourism is said to ‘open doors’ for women, since it is an industry where women correspond to the majority 
of workers. In fact, this prevalence of women was also observed both in the quantitative and qualitative 
parts of the empirical study. However, the claim that tourism is a ‘woman-friendly’ industry should be 
critically analysed. Therefore, in the first part of this section, the aspects that may make tourism a women-
friendly industry are identified, while in the final part of this section the conditions that may still reinforce 
gendered patters of employment are unveiled. Since this section intertwines several themes already 
approached in other parts of the thesis, cross-references to other parts of the document are included. 
7.8.2.1 Signs of women-friendliness 
When the research participants were asked about their perception concerning gender equality in the 
tourism sector, many of them indicated several positive aspects that denote some women-friendliness in 
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the tourism industry. These positive signs are analysed in this section, and schematised in the figure 
below: 
 
Figure 7.24 Signs of women-friendliness in the tourism industry (according to the interviewees) 
Source: developed by the author 
It was concluded in Chapter 6 that women correspond to the majority of the tourism workforce. Many 
research participants consider that this is an importance sign of the women-friendliness of the tourism 
industry. Still, travel businesses are more feminised (63% women) than hotel establishments (55% 
women). Consequently, several research participants from the travel sector consider that the fact that 
women are the majority of the tourism workforce is, in itself, evidence that tourism is favourable for 
women, while participants from hotel establishments underline that it is the balance in the representation 
of women and men in the sector that evidences the women-friendliness of the sector: 
 [There is no gender inequality in the tourism sector] as there are many more women. (…) Whenever I have 
a meeting, I see many more women than men. (…) You don’t see much discrimination in this field. 
(Cristina, travel agency)  
I think that you don’t see that [discrimination] much in the travel sector, because you don’t usually see men 
in front-office, it’s usually women, and therefore I don’t think there’s much discrimination. (Sofia, travel 
agency) 
It tends to be favourable for women. Hospitality has many different areas, after all there are opportunities 
for different people, both for men and women. (Margarida, hotel) 
I think that [the hotel sector] is favourable [for women], there are no restrictions to women’s entry… I don’t 
see any impediments. (Francisca, hotel) 
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Some participants consider that the feminisation of the tourism sector is the very proof of the sector’s 
women-friendliness, since ‘only’ top-level positions are male-dominated: 
In tourism (…) most technicians are women. Just look at hospitality schools, I used to be a teacher there 
(…) and I had like 30 female students to one male student. (…) So, tourism is practically in the hands of 
women, there are few women working in this area. And when they work, they have management positions, 
that’s true. (Cristina) 
Other women are more critical of the gendered hierarchies in the tourism sector, but still some believe that 
it is positive for women that they prevail, at least, in operational and lower-level positions: 
In the operational area and also in sales, women are in the majority. Top-level positions (…) are usually 
filled by men (…) but at the operation level, and that’s who we need to have meetings with, they’re usually 
women. (Natália) 
According to the interviewees, almost all signs of women-friendliness of the tourism industry are related 
with its feminisation. They compare the tourism sector with other areas where men prevail in all 
hierarchical levels, and not just at the top, and highlight how tourism is comparatively more favourable for 
women. There is some evidence that, in male-typed areas, organisational culture poses more obstacles to 
women. For example, while Tânia notes that most women reaching the top in her previous company 
adopted a male-like behaviour, she does not observe that in the tourism sector. In addition, some 
interviewees highlight that the network of contacts in the tourism sector is more gender mixed and that 
contacts are maintained in a more casual and less formal way. For Tânia, this makes her feel more at 
ease than in her previous job in auditing, in which most of her contacts were male. She also notices that 
there is less pressure with the number of working hours in the tourism sector, and that it is comparatively 
easier for women to have children: 
I notice [in the travel sector] a better balance for example in terms of… it is easier for women to have 
children. It’s something more common, than what I used to see in the world of auditing, but maybe that 
world was also at the other extreme in this aspect. (Tânia) 
Some research participants also observe that in more male-dominated areas, there is a constant use of 
coarse language by men, and thus they have to hold themselves when a woman comes in: 
I’m sure that in the mechanical field, which is a strongly male-dominated area… when all of a sudden a 
hen49 appears there… dropping in from nowhere… they must surely crow like a rooster, ‘cock-a-doodle-
doo’, when she arrives… (Maria) 
For the interviewees, it is positive that such language patterns, which are exclusionary in relation to 
women, are less frequent in more female-dominated environments, such as some tourism businesses. 
                                                          
49 ‘Hen’ = colloquial metaphor for ‘woman’. 
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Many research participants have the perception that there has been an evolution in terms of gender 
equality and women-friendliness in the sector. Notwithstanding the lingering gender imbalance at the top, 
they state many women have already reached top positions in the tourism sector. This observation is 
mostly shared by female entrepreneurs: 
I won’t say that there are more [women], but the difference can’t be very big… It doesn’t seem as if there’s 
a big difference. (…) even in those countries that are traditionally more masculine, like South America or 
the Middle East (…) you see many women in… positions of responsibility. (Paula) 
I think that, nowadays, these differences [between women and men] are being mitigated (…). In meetings, I 
often see more women than men. You don’t see a lot of discrimination in this field. (…) Women have 
advanced, they have advanced in the tourism field. (Cristina) 
The increasing tendency of women’s involvement in leading positions and the achievement of a ‘critical 
mass’ of women at the management level in some organisations seems to have a positive influence in 
organisational culture and interactions, thus decreasing discrimination and harassment, as concluded in 
Section 7.4.5. Matilde states that although there is not a gender balance in management in her current 
company, women are still more represented in these positions than in a company where she previously 
worked, outside the tourism sector, where there was only one woman in a managerial position across all 
business areas. In fact, according to Elliott and Smith (2001), women are more likely to have access to 
supervisory jobs in workplaces with large female representation in non-supervisory jobs, a phenomenon 
that they name as ‘bottom-up ascription’. 
For the participants, the evolution towards gender equality can not only be seen in the increasing 
representation of women in management, but also in men’s entry into traditionally female positions and 
departments, such as housekeeping (Section 7.4.1.1/Horizontal division of labour). 
Another factor that may favour women in the tourism sector is that it relies on characteristics that women 
are stereotypically expected to have. In fact, several participants contend that women have characteristics 
that make them more suitable for the tourism sector than men. According to the participants, women are 
more dedicated, sensitive, creative and insightful than men. Others believe that women are ideally fitted 
for front-office positions, since clients rather prefer to directly deal with women, given their ‘less 
aggressive’ nature and ‘people skills’. Still, it should be borne in mind that while valuing ‘feminine’ 
characteristics may facilitate women’s entry into the sector, it may ‘essentialise’ women and constrain their 
career possibilities in the sector as ‘emotional labourers’ (Due Billing & Alvesson, 2000). 
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7.8.2.2 Lingering gender inequalities 
 
While interviewees point out several aspects that may indicate that the tourism sector is relatively women-
friendly, they also identify a number of aspects related with the persisting gender inequality in the sector 
and with tourism being less favourable than other economic activities (Figure 7.25). 
 
Figure 7.25 Signs of gendering in of the tourism sector and other negative aspecrs 
Source: developed by the author 
Vertical segregation is one of thes negative aspects indentified by the research participants:  
There is no established rule stating that men need to be in command, though it seems to be rather 
common, not only here [in the tourism sector in Portugal], but in other areas and countries as well. (…) I 
have never felt discriminated with this, but it may be due to my bad temper (laughs). (Matilde) 
In other companies, such as the one I worked before, we had exactly the same as in almost all companies 
around you, especially in tourism, we had women working at the operation level and men working at the 
management level… (Natália) 
There is still a long way to go, as it is far from being a 50/50 representation as men still prevail. In fact, it 
should even be the other way around; because there are so many more women at the operational level, 
they should be the ones prevailing at the top. (Sofia) 
Some interviewees are very critical of the gender pyramid in tourism. Laura also points out that she does 
not know any woman general manager in a tour operator. Maria emphasises, several times, how even 
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when there is a woman manager in a tourism company, ‘there’s always a man above [her]’. Moreover, 
some women’s accounts of the tourism sector are depictions of a ‘male world’ (see Section 7.4.2.2). 
The perception that tourism is dominated by men is reinforced among participants in the highest positions. 
One of the participants was promoted between the first and the second round of the interview, and the 
way her discourse changed during this period shows how her perception was altered when she reached 
the very top: 
There are positions that still belong to men (…) but, globally, and in directing and management positions, 
we already have many women. But I may have a distorted vision because I was lucky. (Anonymised: first 
interview) 
We go to a tourism meeting, a convention or conference with people from tourism or dedicated to this area, 
and we mostly see women participating; we’re talking about travel agencies… [but] if we look at 
management positions, they’re very few. I can tell you by heart the names of almost all women managers in 
the main tour operators in Europe… And this doesn’t mean that I have the best memory in the world; it 
means they’re not that many. Currently, we have a single CEO woman of a large tour operator. (…) The 
tourism world is a men’s world. (Anonymised: second interview) 
Besides being vertically segregated, the tourism sector is also segregated along gender lines horizontally, 
since women are segregated to housekeeping departments, while men are segregated to maintenance. 
Research participants fail to recognise horizontal segregation as problematic, and some even reinforce it 
by preferentially recruiting either men or women for certain positions. 
Regardless of the position, tourism, more often than most other sectors, demands work in shifts, at night, 
at weekends, in irregular schedules, during holidays and in the periods in which children are out of school, 
which increases the stress and tension of those who have a family at home. Work-related travels are a 
frequent demand for some of the interviewees. Some research participants underlined that it is not only 
management positions that are difficult in tourism, since most tourism jobs practically require abdicating 
one’s personal life. In sum, there is a great demand for constant availability, and all participants agree on 
that point. Almost all the women interviewed consider that both the hotel and the travel sectors demand 
long working hours and high levels of commitment. This implies different consequences for men and 
women, since men with children are more available than women in the same situation: 
But there's something else that makes things much harder: availability. (…) Shifts, nights, and trips are 
complicated to deal when we have a family. (…) We, in the tourism sector, cannot even have holidays in 
July and August at the same time as our children. In the operational positions, then, you can simply forget 
it. (Maria) 
A woman married and with children, what does she do? […] how is this going to justify to her employers 
that, ‘all right, my employees are here, but I’m not, because I’m married, I have children, I need Christmas, I 
need Easter, I need New Year’s Eve, I need this, I need that…She cannot justify [it]. (Teresa) 
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Some women underline how they often work after dinner, and some even work through the night. This 
may lead to feelings of isolation, as in Laura’s case, who also underlines that this work rhythm is not 
healthy for relationships. Secondly, while the flexibility and inexistence of fixed working hours may entail 
some advantages, it also poses problems: 
(…) almost all the managers and supervisors that work for me are female, (…) so I have to understand that, 
some of them, twice a week at 5 p.m., have to pick their children from school. On the other days, their 
husbands go. When they cannot have such balance, it’s complicated because they have to leave at five 
sharp. That’s an inconvenience for the hotel sector since it is not a 9-to-5 sector. (Teresa) 
In the hotel sector, there are no fixed working hours. I’m required to be available and work much more than 
48 hours a week. (Sónia) 
Still around the required level of availability by the tourism sector, some participants are also demanded to 
be always on call. The ‘always-on-call’ effect is amplified in the travel sector due to the different time 
zones, and in hotels, since they are open on a 24/7 basis. Other participants also underline the importance 
of being available for important events occurring outside normal working hours and during the weekend. 
According to Graça, many deals are closed during such events, which is not very respectful of those who 
have family commitments. Hence, Graça considers that tourism is still a ‘male world’, and either a woman 
has the availability to fit in, or she ends up being somewhat cast aside. The topic of availability was 
analysed in detail in Section 7.4.5.3. 
Other participants highlight how tourism work can be particularly stressful, particularly since flights are 
constantly being cancelled or postponed, and unforeseen situations are constantly happening which have 
to be solved. They emphasise that the amount of work versus the little time to do it, is a source of stress. 
The heavy workload inherent to the tourism sector is even more noticeable during the peak season. It is 
nearly impossible for tourism workers in certain positions to enjoy their holidays during this period of the 
year. In addition, schools are closed and many workers struggle with the problem of where to leave their 
children during this period of the year. The seasonality of tourism demands also poses other problems. 
Many tourism workers become unemployed during wintertime, and are not able to find alternative jobs due 
to the lack of job opportunities during this period. This phenomenon does not affect the research 
participants, who are in more privileged positions, but affects a significant proportion of peripheral workers, 
who endure hard living conditions. 
Some interviewees criticise working conditions in the tourism sector. Sónia emphasises how the low 
salaries practised in the sector are a problem, and how this affects workers’ quality of life. She also 
highlights how human resources are not valued in the hotel sector in Portugal, but rather regarded as an 
expense. She states that managers opt to fire employees in order to cut down on costs, instead of using 
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them to increase sales and profits. Teresa also concludes that the conditions of the sector have only 
improved for the client, but not for the person who works in the hotel business: 
The hotel sector is still very backward, extremely backward. The hotel sector has only progressed for the 
client [...]. But there haven’t been any progresses concerning the person that works in the hotel business. 
(Teresa) 
On top of that, several interviewees claim that pay discrimination is still a reality in the tourism sector, 
particularly in managerial positions. The fact that salaries are negotiated individually contributes to the 
perpetuation of the ‘cultural tendency’ to offer women lower salaries (See Sections 6.4.2 Blinder-Oaxaca 
decompositions and 7.4.1.2 Wage determination). 
However, for some of the women interviewed, tourism is not different from most other sectors in terms of 
gender equality. Some research participants claim that the obstacles that women face in the tourism 
sector are the same as the obstacles elsewhere in the economy. Long working hours are not exclusive of 
the tourism sector. Besides, the gender pyramid and the under-representation of women in top position is 
not an exclusive feature of the tourism sector, but it is also visible in the remaining economic activities (see 
Section 6.3.9). 
In addition, some argue that the macho mentality that exists in the tourism also pervades all business 
sectors and the society at large. The mentality that men are more available for work while women bear 
most family responsibilities is engrained in the Portuguese society. One participant, who has broad 
international experience, stated that she would not have entered the hotel sector if she had stayed in 
Portugal because of the lack of conditions, the difficulty in finding a job, male managers’ prejudice against 
women, and gender pay discrimination: 
Obviously, there’s some tendency not to take women as seriously [as men] in the hotel sector, I have no 
doubts, especially when it comes to Latin countries (…) But… I think that it’s extremely hard in a country 
like ours… I don’t know if there are other European countries like that, but I think that Spain isn’t different, 
Italy isn’t different, in the Mediterranean countries, I think it’s very hard for a woman to go into the hotel 
sector… (…) I’d say that in most hotel companies at the international level (…) a half of [managers] are 
women and the other half are men, there isn’t a discrepancy as in the Mediterranean countries or, in this 
case, Portugal (…) and again this is due to a lack of opportunities and a lack of understanding of women’s 
needs. (Anonymised)  
She emphasises that if her current bosses were Portuguese, they would never pay her such a high salary: 
If my bosses were Portuguese this [her salary] this would be unthinkable. Because in Portugal they’d tell 
me ‘that’s not the way things are done in Portugal’ (…) But if I were a man, they’d probably do it, they’d do 
it. (Anonymised) 
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Ana compared the two hotel chains she worked for, one national and the other international, and she 
concluded that in the international chain there was a ‘different mentality’ while in the Portuguese chain 
there is some ‘resistance’ in relation to women. She believes that this might be a consequence of the 
reflection of the Portuguese macho mentality in the organisation. Margarida, who worked in the UK, also 
believes that there is less prejudice there: 
Things there are more advanced. People don’t talk about homosexuals and don’t make jokes, they have no 
prejudice. (Margarida) 
Cláudia told about close friends who were fired for getting pregnant. When asked if these women went to 
court, Cláudia answered: 
Look, that’s just bull. Yes. It doesn’t work in Portugal. And often… the costs of legal proceedings are so 
high in Portugal that someone who earns 500 or 600 euros can’t go to court. Actually justice in Portugal is 
very often a luxury. It is, don’t doubt it. (Cláudia) 
Research participants are very critical of Portugal in relation to several aspects. Portugal is always 
negative as compared to other countries.  
It can be concluded that the results concerning the ‘women-friendliness’ of the tourism sector are 
paradoxical. On the one hand, it is a feminised sector where certain stereotypically feminine 
characteristics are valued, where women are increasingly represented at the top, and where the 
organisational culture may be more favourable to women than in male-dominated sectors where women 
are the minority at all hierarchical levels. On the other hand, tourism is marked by horizontal and vertical 
segregation, and human resources in general are poorly valued in the hotel sector. The typical work 
patterns in the tourism sector demand constant availability, and the high season demands a heavy 
workload. These aspects constitute gendered obstacles that affect male and female workers differently, 
particularly those who have family commitments. The macho mentality which is deeply engrained in the 
Portuguese society also pervades the tourism sector. 
7.9 Conclusion 
This final chapter discussed female top-level managers’ experiences in the tourism sector, and how they 
make sense of their experiences. Firstly, research participants were presented (Section 7.2). Most women 
are married and have children, and a third of them have small children. While some women have reached 
the top through a combination of promotions and vertical progression in the same company with job 
rotation across companies, other reached the top by starting their own business or joining a family 
business. Only a minority had a traditional linear career in the same company. While women are more 
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likely to change jobs due to ‘pull’ (positive) factors than to ‘push’ (negative) factors, entrepreneurs are 
more likely to have started their own business for ‘push factors’. However, the love and dedication to their 
jobs is visible in most participants’ accounts. In addition, the women who invested the most in education, 
particularly in tourism education, were also the ones who advanced to the top by being promoted or 
rotating across companies. These are also the informants who value tourism education the most. These 
accounts suggest that education may work as a career lever for women. With some exceptions, 
entrepreneurs are less likely to have invested as much in education, and more likely to dismiss the role of 
tourism higher education. In some cases, entrepreneurship enabled class mobility for women with no 
higher education degree.  
Secondly, research participants’ discourses about their career paths were analysed, with a focus on 
facilitators and enablers of success, key moments, difficult moments and obstacles (Section 7.3). They 
emphasised individual enablers the most, in particular hard work, competence and effort, which means 
that they value their own agency and place the key to success in their own hands (Section 7.3.1). Some 
interviewees also indicated the relevance of organisational factors. These were also the women who were 
given more chances inside their companies in terms of both growth opportunities and challenging tasks 
(e.g. participation in management development programmes, promotion opportunities, feeling supported 
by their companies, having their value recognised, etc.). Those women with greatest job rotation and 
fewer promotions were more likely to highlight individual rather than organisational factors for career 
progression. Informants emphasised more the importance of managing opportunities than the fact that 
they were offered such opportunities in the first place. Two women highlighted the importance of their 
husbands’ support.  
The key moments identified by the research participants are mostly related with taking risks, accepting 
challenges or starting their own businesses (Section 7.3.2). Hence, moments of disruption are more 
valued by informants than moments of continuity, such as promotions. Finally, informants highlighted 
career obstacles that are mostly gendered, such as prejudice or discrimination during pregnancy (Section 
7.3.3). They also mentioned non-gendered difficult moments. However, these were not career obstacles 
per se, but mostly stressful moments or key moments that implied making difficult decisions. 
Thirdly, the organisational context of women’s current and previous organisations was investigated 
(Section 7.4). Therefore, four gendering processes were analysed in research participants’ discourses 
about their current and previous organisations: gendering divisions, practices and structures; gendering 
cultures; gendering interactions; and internal gender constructions (Acker, 1990, 1992, 2012). All these 
domains are still gendered in most organisations. Although most research participants feel well in their 
organisations, there are still persisting genderd negative aspects visible in the organisational culture (e.g. 
‘total availability’ work culture, resistance from male top managers towards women), interactions (e.g. male 
exclusionary practices, gendered language patterns, sexualised interactions, micro-aggressions, gendered 
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networking practices, female misogyny), reflected in the structures and organising processes of the 
companies (e.g. gendered occupational segregation and wage setting), and even internalised in women’s 
own gender constructions, since they feel the need to prove themselves as competent and available 
professionals, in order to counteract negative expectations.  
Such gendering processes tend to be more visible in companies that are more male-dominated at the top, 
where masculine values are more engrained, women feel a greater need to prove themselves, and where 
the notion of the abstract worker (Acker, 1990) is more present. In the remaining cases, where 
organisations are more women-friendly, the negative aspects felt by women are related with gendered 
interactions and an underlying macho mentality mostly outside their organisations, in interactions with 
suppliers, clients or guests, which shows how discrimination is ingrained in the tourism industry and in the 
society at large.  
‘Availability’ was a pervasive theme throughout the whole dataset, and it shows how family and the 
organisation are not entirely separable. The gendered substructure of organisations reinforces the divide 
between paid work in the organisation and unpaid reproductive work at home, while perpetuating images 
about masculinity and femininity (Acker, 1998, 2012).  
Although several participants reported positive experiences related with the way pregnancy was handled 
in their organisations, not all organisations were supportive of pregnant women. Besides, from informants’ 
discourses, it seems that losing a job because of being pregnant may not be an unusual practice in 
Portuguese organisations, although not in the organisations where the research participants work. 
Overt and hidden discrimination were examined with basis on the gendering processes identified. The 
majority of research participants denied having experienced discrimination in the tourism industry. Only 
five described situations of overt discrimination, albeit two of these women initially denied having been 
discriminated against. The situations of overt discrimination most frequently described by the research 
participants were related with: pay discrimination; discrimination in recruitment or promotions, particularly 
for management positions; and bullying and discrimination during pregnancy and maternity leave. 
However, when the word ‘discrimination’ was not used, almost all participants recognised the existence of 
‘prejudice’ in the sector, as well as situations that can be labelled as hidden discrimination. Discourses 
concerning their perceptions and experiences of discrimination are marked by contradictions, which shows 
how certain behaviours go unproblematised because they correspond to the norm (Wahl, 1992). Olseen 
and Pringle (2004, as cited in S. Mavin, 2006a) noted how extremely successful women had internalised 
the dominant discourse and supported it, and how they did not acknowledge the existence of a glass 
ceiling. Their focus was rather on opportunities.  
Three main gender subtexts lie behind women’s discourses about their previous and current 
organisations. Firstly, women’s possibilities in the tourism sector are constrained by the assumption that 
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men are more competent and more fit for certain jobs, in particular for leadership and management. 
Secondly, the notion that an ideal worker has to live for the job and have no additional commitments, and 
the assumption that women do not correspond to this ideal, further constrains women’s possibilities in the 
tourism sector. Finally, the prejudice that women are not fit for management is reinforced by male 
homosocial ties and hegemonic masculinity in organisations. Sexuality operates in organisations in a way 
that aggravates gender differences, and confirms male dominance. All these subtexts operate through the 
gendering processes identified above, either unintentionally or maliciously. 
Gendering processes and gender subtexts are more visible in companies that are male-dominated at the 
top and where masculine values are more engrained. In contrast, other companies are ‘micro-circles’ 
where gender power relations are more balanced. The fact that some women feel the impact of such 
gender power relations in meetings with other companies but not within their own organisations suggests 
that their companies may be the exception rather than the rule. Moreover, even if organisations are family 
friendly, the ‘webs of inter-organisational practices’, which demand constant availability, cannot be 
disrupted (Acker, 1998, p. 199). 
Fourthly, research participants’ family context was examined (Section 7.5). Although childless women 
recognise that not having children allowed them to be more free to devote their time to their careers, most 
research participants wanted to ‘have it all’. While some delayed motherhood because they perceived that 
a ‘motherhood penalty’ (Anderson et al., 2003; Budig & England, 2001) could hinder their career 
development, they continued to invest strongly in their careers even while they had young children. 
According to the interviewees, who portray themselves as highly responsible and professional, work  
family conflict is much more frequent than family  work conflict, which sparks feelings of guilt for 
sacrificing their families. However, this is more of a subjective constraint than an objective one, since 
women have combined various childcare solutions to guarantee that their children are taken care of. In 
addition, almost half of the research participants share tasks at home equally with their husbands, and in a 
few situations, their husbands do a greater share of the tasks at home. These are examples of 
‘companionate marriages’ and partnerships (Jeff Hearn et al., 2008). Still, several women reported 
conflicts with the husbands over the division of tasks, or their husbands’ lack of acceptance for their 
careers, which in some cases culminated in divorce. Despite the persistence of a ‘macho’ mentality in the 
Portuguese society, some informants, particularly older women, have noticed an evolution in men’s 
involvement in the household in the younger generations. The most frequent moment of disharmony in 
work-family balance reported by the interviewees are related with pregnancy and leave periods, 
‘sacrificing’ their family due to lack of time, conflicts with the husband or ex-husband, and with managing 
school holiday periods. In contrast, the moments of harmony are mostly related to finding a balance 
between work and family, or prioritising their families, while feeling that their families understand their 
career ambition. They also pointed out other moments such as the realisation that their children had 
turned out well. 
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Fifthly, gendered constructions of leadership were analysed, as well as women’s multiple ways of doing 
gender in the different contexts of their lives (Section 7.6). Research participants’ definitions of ‘good 
leadership’ and of their own leadership styles reflect a mix of masculine and feminine characteristics. More 
than half of the participants believe in the existence of differences between women as men as managers, 
and some interviewees construct women’s ‘natural’ characteristics as positive for management. While 
valuing ‘feminine’ characteristics may facilitate women’s entry into management positions, it may also 
‘essentialise’ gender as biologically determined (Due Billing & Alvesson, 2000). However, some traditional 
gender stereotypes were deconstructed in women’s discourses, when they argued that women are more 
competitive, more demanding or better leaders than men. This contributes to deconstruct the notion of 
men as more professional than women.  
Mavin and Grandy’s (2011, 2012) conceptualisation of doing gender ‘well’ and ‘differently’ is useful to 
understand how research participants confirm and/or contradict gendered constructions of management 
and gender role expectations in the different contexts of their lives. It allows for the recognition of the fluid 
and paradoxical nature of doing gender. Doing gender differently may challenge traditional gender 
stereotypes and essentialist notions of women as less professional, and thus contribute to unsettle the 
current gender order. However, it may also strengthen the association between management and 
masculinities. In contrast, doing gender well may challenge current definitions of management. However, 
by constructing an alternative feminine leadership style, it may essentialise gender as biologically 
determined, as previously argued by Due Billing and Alvesson (2000). Hence, its potential for challenging 
the gender order may be limited. Data interpretation suggested that women in organisations with a weaker 
male culture, particularly entrepreneurs, have more freedom to combine multiple ways of doing gender. In 
contrast, women who reached top-level management positions in more male-dominated environments felt 
that women may need to adapt to the surrounding male environment by drawing upon male enactments, 
e.g. by being more authoritarian, strict or asserting themselves. 
Still, research participants did not consider that women need to ‘look’ masculine in order to assert 
themselves as leaders in the tourism sector. In fact, in order for women to be perceived as effective 
leaders, they are expected to balance masculine and feminine enactments. ‘Body work’ (Walkowitz, 2011) 
and clothing are important to look feminine, but not too feminine, so as not to spark sexualised interest 
from the men they deal with in work contexts. Besides, some interviewees deliberately detached 
themselves from the typical image of the unfeminine, workaholic and unemotional businesswoman. Doing 
gender well and differently in the family context (i.e. raising a family while simultaneously investing in one’s 
career) may contribute to unsettle the notion of the ‘ideal worker’ as someone with no family 
responsibilities. However, this does not erase the fundamental incompatibility between both roles, since 
doing gender differently for the sake of professionalism may in some circumstances leave women feeling 
guilty for having prioritised their work over their family responsibilities. 
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Women’s plans for the future at the family and career levels were analysed (Section 7.7.1). Most 
informants’ career plans are related with the growth of their business, and in the case of some small-
business entrepreneurs, with the ‘survival’ of their business. Other research participants’ plans were more 
related with individual achievements in terms of career development, while some had just recently reached 
important career goals, and as a result their focus was on the consolidation of these recent achievements. 
The most frequent family plan was related with having children, but some women expressed a desire to 
have more time for their families, particularly those who mentioned their plans for after retirement age.  
The purpose of Section 7.7.2 was to analyse women’s suggestions of what could be done towards gender 
equality at three different levels (state, organisational and individual), so that more women reach the top of 
tourism organisations. Looking at the state and organisational measures proposed by women, it seems 
that the main problem behind women’s representation at the top is a matter of lack of time and lack of 
childcare solutions. They placed the problem of the provision of childcare in the state’s hands, and the 
problem of lack of flexibility is placed in the organisations’ hands. However, when analysing the individual 
strategies proposed by women, it is clear that these target a completely different issue, namely the 
prejudice against women in organisations, which is a reflection of the broader chauvinist society. The 
research participants emphasised individual strategies the most, and they believe that the solution to 
achieve equality lies in the hands of women, while some research participants believe that equality will be 
achieved ‘naturally’ The individual strategies proposed by women can be grouped under the following 
main themes: hard work, competence and meritocracy; showing skills and availability; confrontation 
strategies and assertiveness; protection of family and personal lives from excessive work demands; 
strategies for fitting in; ‘doing what one likes’; investment in education; and family planning. Their answers 
can be interpreted in light of how challenging they are in terms of disturbing the gender order. While some 
of these strategies ‘align’ with the status quo and leave gendered structures unchallenged, others confront 
gendered structures and the prevailing gender order.  
Finally, the results concerning the ‘women-friendliness’ of the tourism sector are paradoxical. One the one 
hand, the research participants pointed out some signs of ‘women-friendliness’ in the tourism industry: 
tourism is a feminised sector where certain stereotypically feminine characteristics are valued, where 
women have some representation in management, and where the organisational culture may be more 
favourable to women than in male-dominated sectors where women are the minority at all hierarchical 
levels. A few interviewees also stated that it is positive that there already some men entering typically 
female departments, such as housekeeping. On the other hand, there are also gendered obstacles in the 
sector that may affect male and female workers differently, particularly those who have family 
commitments. In fact, tourism is marked by vertical and horizontal segregation (though the latter is 
regarded by the informants as unproblematic), and the typical work patterns in the tourism sector are 
irregular, demand constant availability, particularly in the peak season, when there is a very heavy 
workload. Besides, the macho mentality that is deeply engrained in the Portuguese society also pervades 
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the tourism sector, and it is reflected in the way salaries are often negotiated at the management level. 
Remuneration is usually negotiated individually, which perpetuates the ‘cultural issue’ of male managers 
being paid higher salaries than their female counterparts. Finally, human resources in general are poorly 
valued in the hotel sector. The negative aspects outlined by the interviewees affect not only managers, but 
also workers at all hierarchical levels. At the low end of the pyramid, tourism workers earn very low 
salaries and may be unemployed during wintertime due to the seasonality of tourism demand. This is not 
likely to be a gender-neutral phenomenon, since this peripheral workforce is usually feminised (Casaca, 
2010; Kalleberg, 2000; Rubery et al., 1999). 
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CHAPTER 8 Conclusion 
8.1 Introduction 
This investigation aimed to develop theory on the meaning of gender for career development and tourism 
organisations, using concepts from a feminist theoretical framework to describe women managers’ 
experiences in the tourism sector. A feminist approach was used, since it brings women’s voices to the 
forefront (Hodgkin, 2008; Letherby, 2003). It is believed that this investigation provides an important 
contribution for the state of the art in tourism research.  
In Chapter 2, it was analysed that the whole society is gendered, and the influence of gender is pervasive 
in all domains of society. While the family sphere is still seen as feminine, the professional sphere is 
regarded as masculine (Dantas, 2004; Ferreira, 2007; Scott et al., 2010a). In fact, in Chapter 3, it was 
concluded that organisations are gendered, and constantly influenced by gendering processes (Acker, 
1990, 1998, 2012; Jeff Hearn, 2010). Leadership is also far from being gender neutral, as it reflects the 
male stereotype (Fernandes & Cabral-Cardoso, 2003; Santos, 2010; Wahl, 1998). These trends can also 
be observed in tourism organisations. Despite the feminisation of the tourism sector in many countries, 
including Portugal, it may not be as favourable to women as frequently argued (Hemmati, 2000; Jordan, 
1997; Kinnaird & Hall, 1996; Purcell, 1997). 
Those who work in the tourism sector are usually invisible in tourism research, as analysed in Chapter 4. 
Moreover, tourism research has been gender-blind: in the present state of the art, tourism and wider 
feminist and gender-aware research are disarticulated (Figueroa-Domecq et al., 2015). After carrying out a 
bibliometric analysis, Figueroa-Domecq et al. (2015) concluded that only slightly more than ten percent of 
gender/tourism studies focus on gendered labour. In these studies, gender power relations are not 
addressed, essentialist notions of gender are not questioned and are sometimes even reinforced, and 
discrimination is simplistically framed as overt discrimination (as seen in Chapter 3). Mixed methods 
approaches have also been largely absent in gender/tourism studies. Hence, more sophisticated, critical 
and in-depth analyses of the influence of gender on women managers’ career development are to a great 
extent still missing in the tourism sector (Figueroa-Domecq et al., 2015). 
The present study attempted to contribute to tourism literature by focusing on women in management 
positions in the tourism sector from a more critical standpoint. Hence, the main research aim of this thesis 
was to investigate how women reach top-level management positions in the tourism sector, to what extent 
their career paths are influenced by gendering processes and how they are affected by multiple gendered 
contexts in their lives, in particular the family and the organisation. This study further aimed to analyse 
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how these women do gender, and how they challenge and renegotiate gender definitions and the gender 
order both at work and at home. This study also aimed to provide a broader picture of working conditions 
and gender inequalities in tourism employment in Portugal. Finally, another objective of this thesis was to 
discuss to what extent the tourism sector is women-friendly or reinforcing of gendered patterns of 
employment.  
After an extensive literature review on gender, organisations, management and gendered tourism labour, 
which framed this investigation in terms of state of the art, an empirical study based on a mixed methods 
research approach was carried out, with the purpose of targeting the main research aims outlined above. 
In the present chapter, the main conclusions of this investigation are presented, and the research 
questions are answered. The theoretical, methodological and empirical contributions of this study are 
discussed. Finally, the limitations of this study are presented and suggestions for future investigation and 
for practitioners are put forward. 
8.2 Main Conclusions – Research Questions Revisited 
The main research question of the present study was: ‘How do gendering processes influence the career 
and life paths of women who reach top-level management positions in the Portuguese tourism sector?’. 
More research questions emerged from the literature review chapters, which were presented in the 
Methodology chapter (Chapter 5). These research questions allowed for a more detailed answer to the 
main research question. Each of the sub-questions of investigation and the main research question are 
answered in this section.  
Q1. What are the gendered patterns of employment and gender inequalities observed in the 
tourism sector, namely among senior managers, and how widespread are they?  
The feminisation of the workforce is visible in both hotel and travel businesses, albeit it is more visible in 
the travel sector. However, the gender pyramid that exists in the rest of the economy also exists in the 
tourism sector, since both hotel and travel businesses are segregated vertically and horizontally along 
gender lines. In fact, the over-representation of men increases gradually with the hierarchical level, and it 
is more noticeable in senior management. Horizontally, there is a massive feminisation of certain 
occupations, such as cleaners or chambermaids.  
In both sectors, as in the rest of the economy, men work longer hours than women, including in paid 
overtime work. One aspect that contradicts previous findings (Nickson, 2007; Obadić & Marić, 2009) is 
that not only is part-time work less widespread in the tourism sector than in the whole economy, but also 
the disparity observed between men and women’s participation in part-time work is particularly small. 
The existence of a gender pay gap is visible in both sectors, and it widens at the top of the hierarchy and 
with the level of education. The higher earnings obtained by men seem to more the result of a ‘male 
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advantage’ (i.e. positive discrimination towards men) rather than the result of women being paid salaries 
below the average, which corroborates the findings of previous studies in the Portuguese context 
(González et al., 2005; Santos & Varejão, 2007). The disparity in salaries between management and non-
management is also very marked. Although the part of the pay gap that may be attributed to pay 
discrimination is smaller in the tourism sector than in the rest of the economy, this seems to be the result 
of a large share of minimum wage earners in this sector, rather than of tourism employers rewarding 
workers more equally. Besides, most of the ‘non-discriminatory’ part of the gender pay gap is explained by 
hierarchical and industrial segregation, which may be due to choice, but may also be due to entry barriers 
or discrimination in promotions and job distribution.  
Although Burrell et al. (1997) pointed out that it is the fact that women are poorly qualified that hinders 
them from gaining access to occupations of greater responsibility, the results obtained indicate that 
women have higher levels of education than men in all sectors analysed except hotel establishments. 
However, their returns to education are lower than men’s are in all the sectors, which corroborates the 
findings of González et al. (2005). Seemingly discriminatory differences in returns to education increase 
gradually as workers achieve higher levels of education. This supports Vartiainen’s (2002) claim that well-
educated women in well-remunerated occupations lag the most behind their men with similar 
characteristics. However, with the present data we cannot reject that women’s different preferences in 
terms of educational fields negatively affect their situation in the labour market. However, other studies 
have shown that gendered segregation and the gender pay gap persist even among men and women who 
have degrees in the same field (Costa et al., 2012a). 
Gendered patterns of employment are more visible in hotels than in travel businesses. In the hotel sector, 
there is an abundance of low-skilled jobs, which are largely feminised. This confirms the existence of ‘pink 
ghetto’ jobs in the sector (Woods & Viehland, 2000). Foreign female employees are particularly 
concentrated in such low-skilled jobs, which may be a niche for marginalised workers, as also observed in 
other contexts (Zhong & Couch, 2007). In addition, the hotel workforce has low levels of education, in 
particular de female workforce, except in senior management. The gender pay gap is also wider than in 
the other sectors analysed, and discrimination seems to be more widespread in the hotel sector than in 
travel businesses.  
In fact, employment indicators are comparatively more favourable in travel agencies and tour operators. 
Not only is this workforce more educated, but also women’s levels of education are significantly higher 
than those of their male counterparts. Besides, women are more likely to have permanent contracts than 
men are. In contrast to the hotel sector, where women are over-represented in low-skilled occupations, 
female highly qualified professionals largely outnumber men in travel businesses. However, they are still 
under-represented in management positions and at the top of organisations. Additionally, although the 
travel sector needs a highly educated workforce, it does not reward these workers accordingly, since it is 
in this sector that graduates’ earnings are lowest.  
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Although the ‘traditional’ gender pay gap is also observed in travel businesses, it is narrower than in the 
other sectors analysed. However, it is important to bear in mind that women are significantly more 
educated than men are, and that the gender pay gap persists despite women’s much higher levels of 
education. Still, all else equal, pay discrimination is lower in travel businesses than in hotels. However, at 
the very top, it is among senior managers in travel businesses that the gender pay gap is widest. Hence, 
the gender pyramid is ‘disguised’ in the travel sector, but not less rooted. Acker (1990) assumed the 
simultaneous presence of class and gender relations, because class is always gendered and is structured 
through gender. In this study, this intertwinement of gender and class can be observed both at the bottom 
and at the top of the sectors analysed. The only exception is travel agencies and tour operators, where the 
simultaneous presence of gender and class is very marked at the top, but less visible at the bottom. 
The data do not suggest that foreign workers are marginalised as cheap labour in the travel sector, but 
rather that they start their own businesses. While most of the foreign workforce in hotels and the whole 
economy comes from Eastern Europe and former Portuguese colonies, in travel businesses most foreign 
workers come from EU countries. This suggests that foreigners are employed as cheap labour at the low 
end of the pyramid in hotels and the whole economy, in particular women, while in travel agencies and 
tour operators, foreign workers are more likely to stem from richer countries and be entrepreneurs. 
One can conclude that gendered patterns of employment persist in tourism. The results pointed to the 
existence of a ‘male advantage’ in the tourism sector. Although such patterns are more visible in the hotel 
sector, where employment indicators denote harder working conditions, they are also visible in the travel 
sector, particularly in senior management.  
 
Q2. How do women top managers themselves articulate the circumstances under which they have 
reached the top? 
The research participants follow three main types of career paths, sometimes combining more than one of 
these paths: linear careers; job rotation across companies; and entrepreneurship. Unlike changing jobs, 
becoming an entrepreneur was mostly the result of ‘push’ motivators. Still, most entrepreneurs’ discourses 
reflect their fulfilment, motivation and enthusiasm about their businesses, even when entrepreneurship 
was not their first choice. 
While women with no tourism education and no experience in the tourism field are more likely to have 
business partners or to join a family business, investing in tourism education, namely postgraduate 
studies, seems to have been a strategy for career advancement for many of the interviewees. While the 
research participants who pursued tourism degrees considered that tourism education gave them leverage 
in their career, those who did not pursue tourism education did not consider that this is an important asset 
for a career in the tourism sector. 
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The women interviewed regard their career as a product of their intrinsic characteristics (e.g. effort, hard 
work, competence, dedication) rather than as a product of external factors (e.g. organisational or family 
facilitators). Hence, they place the key for career success at the individual level, and they consider that 
individual strategies are the most important ones for women to reach the top. Women who put greater 
emphasis on the importance of individual factors for career progression were the ones who had greater 
job rotation and fewer promotions. Likewise, those women who stressed more the importance of 
organisational factors were also the ones who effectively had more career opportunities within their 
organisations. Women assign a high value to their own agency in career making. In fact, even when their 
organisations provided them with opportunities for career development, they regard such opportunities as 
an outcome of their own effort. In addition, in some cases, participants emphasise more the way they 
managed opportunities or made the right career choices, than the fact that they had those opportunities in 
the first place. Only in a few cases was women’s career advancement facilitated by their husbands or 
partners’ greater involvement in household and childcare-related tasks. 
When asked about difficult moments in their careers, women identified both gendered and non-gendered 
aspects. However, the difficult moments that can be considered as career obstacles are practically all 
gendered, i.e. mostly related with prejudice or discrimination during pregnancy. The remaining non-
gendered difficult moments were not career obstacles but rather key moments that implied making difficult 
decisions, or stressful moments related with daily tasks. 
Being adventurous and taking risks seems to have been crucial for some women’s career success, since 
the key moments identified by them are more associated with accepting challenges, taking risks, or 
starting their business than with promotions. Moreover, love of work, passion and search for intrinsic 
satisfaction pervade their discourses. Hence, intrinsic satisfaction and a taste for challenge were 
prioritised by some women, who left prominent or stable positions in order to embrace risky challenges.  
To sum up, women articulate their careers as an outcome of their inherent characteristics, agency and will 
to overcome gendered obstacles, and a desire to seize challenges that lead to intrinsic satisfaction. In 
some cases, women regard their agency as moderated by organisational factors, the support of their 
husbands at home, or their educational attainments. Although most entrepreneurs were ‘pushed’ rather 
than ‘pulled’ into starting their own business, most are fulfilled as entrepreneurs. 
 
Q3. How do gendering processes affect women in tourism organisations and how can the 
identification of gendering processes contribute to a better understanding of gender in the tourism 
sector? 
When answering the previous research questions, it was concluded that the feminisation of the tourism 
sector does not necessarily translate into a balanced representation of women and men at the top of 
tourism organisations (Q1), and that the main obstacles to women’s career advancement in the tourism 
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sector are gendered, according to the interviewees’ experiences (Q2). This suggests that, despite the 
apparent ‘women-friendliness’ of the sector, there may be gendered structures and gendering processes 
sustaining gender inequalities. Inspired by Acker’s (1990, 1992, 2012) conceptualisation of gendering 
processes, women’s discourses were analysed in order to identify four gendering processes in their 
current and previous organisations. This analysis suggested that the tourism industry is gendered, since 
several processes occurring in these organisations are likely to influence men and women differently.  
Hence, genderedness is visible in the structures, divisions and practices of many of these tourism 
organisations, for example through gendered occupational segregation, as well as recruitment, promotion 
and wage setting practices. This genderedness is also engrained in the organisational culture, e.g. 
through the ‘total availability’ work culture, the resistance from male top managers towards women, and 
the prevalence of a macho mentality at work, which is reflected in gendered interactions at work. 
Moreover, the gendering of organisations even affects women’s own gender constructions, since they feel 
the need to prove themselves as competent and available professionals, in order to counteract negative 
expectations held in relation to them.  
In a time when blatant sexism has become rare in organisations and sexism is increasingly expressed in 
more subtle ways (Benokraitis & Feagin, 1995; Kantola, 2008), Acker’s (1990, 1992, 2012) 
conceptualisation of gendering processes can be a useful tool to unveil sex discrimination in 
organisations. In fact, through the identification of gendering processes it was possible to conclude that 
hidden discrimination is much more common than overt discrimination in the tourism industry. However, 
research participants refrained from labelling hidden discrimination as discriminatory, and were hesitant to 
use the word ‘discrimination’ to describe existing conditions in the tourism sector. Yet, women’s discourses 
about their experiences in management were filled with contradictions, since they rejected the importance 
of gender and the existence of discrimination, while concurrently acknowledging the existence of gender 
prejudice and describingsituations in which women received less favourable treatment. This is a result of 
women trying to distance themselves from victimising discourses, and instead emphasising meritocracy 
and individualism, as also observed in previous studies (Kantola, 2008; Maxwell, 1997; Patterson et al., 
2012b; Wahl, 1992). Some women’s denial of discrimination and contradictory statements also reveal their 
lack of gender awareness.  
There are three main subtexts that underlie and spread across the four sets of gendering processes 
identified: i) the notion of the ‘abstract’ or ‘bodiless’ worker, who has no additional responsibilities besides 
work; ii) assumptions of women as inferior or less competent than men; and iii) the existence of a male 
culture reified in male homosocial ties and hegemonic masculinity (Section 7.4.6.1). These subtexts 
constrain women’s possibilities in the sector. These three subtexts operate silently in organisations 
through gendering processes. They may be either malicious or unintentional, yet they reproduce the 
genderedness of the society in organisations. By strengthening gender divisions and gendered images of 
male and female workers, they may reinforce gender power relations, gendered divisions in the society 
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and the gender order. Therefore, they are an obstacle for women, particularly for those who aspire to a 
career in management. 
Despite the existence of gendering processes in the tourism industry, most research participants feel well 
in their organisations, although in some cases the ‘positive aspects’ mentioned by them are merely the 
result of compliance with the law. This reveals research participants’ lack of criticism of organisational 
structures and organisational culture.  
Gendering processes and the gender subtexts tend to be more visible in companies that are more male-
dominated at the top, where masculine values are more engrained in organisational culture, where women 
are regarded as inferior or less competent than men are, and where the notion of the ‘abstract’ 
unencumbered worker is more present. In contrast, it seems that the existence of a ‘critical mass’ of 
women at the top has an impact on gender power relations, and thus influences interactions, the 
organisational culture, and even the internal gender constructions of individuals in organisations. The 
negative aspects felt by women in these organisations are related with gendered interactions and an 
underlying macho mentality mostly outside their organisations, in interactions with suppliers, clients or 
guests, which shows how discrimination is ingrained in the tourism industry and in the society.  
Hence, it seems that some organisations may be ‘micro-circles’ where gendered identities become more 
fluid and gender power relations are more balanced. However, the positive impact of these organisations 
in the sector may be limited, since they are embedded in relations of interdependence with other 
organisations where ‘genderedness’ is more engrained. This shows how individual organisations are not 
isolated but exposed to exogenous environmental pressures in the society and in the interdependencies 
with other organisations, which influence how inequalities are produced in organisations (Stainback et al., 
2010).  
The women who reached the most prominent positions in larger organisations or at the industry level, are 
the ones who describe more gender inequality in the tourism field. The more prominent the positions filled 
by women, the more likely are they to perceive top-level management in the tourism as a ‘male world’ and 
to acknowledge the importance of gender. In contrast, women who work in their own business tend to 
perceive much less discrimination, as also observed by Wahl (1992).  
In the present study, analysing gendering processes offered a lens that enabled a more profound analysis 
of tourism organisations and the tourism industry. Gendering processes are thus a better tool than the 
‘glass ceiling’ metaphor for analysing gender in organisations. This way, it was possible to identify how 
gender divisions and gendered images of women and men are still ingrained in the organisations. It was 
also possible to identify the main gender subtexts that underlie the gendering processes, as well as to 
unveil hidden discrimination. Therefore, even if the tourism sector is feminised, there are lingering 
gendering processes that are problematic. Some of the organisations led by the interviewees seem to 
have some potential to counteract such dynamics. Nonetheless, at the macro-level, the tourism sector still 
seems to be reinforcing gender inequalities, more than challenging them. 
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Q4. What is the influence of the family context and the traditional family ideology on women’s 
construction as mothers and as economically active beings? 
Some women were aware of the existence of a ‘motherhood penalty’ and decided to abdicate or postpone 
motherhood until their careers stabilised or until they reached their professional goals. However, most 
women wanted to ‘have it all’. The most common pattern is for women to firstly postpone motherhood and 
invest strongly in their careers, and only then raise a family, while continuing to work full-time and to invest 
further in their careers.  
Practically all interviewees who are mothers have been able to accomplish their career goals while having 
a family because they combine several childcare and household maintenance solutions, such as childcare 
services, support from relatives, housekeepers and, in some cases, ‘companionate marriages’ or 
partnerships (Hearn et al., 2008). Hence, most of these women have some level of privilege, either in 
terms of material conditions or in terms of family support. 
However, despite these arrangements, many women experience work-family conflict, mostly at a 
subjective level, since they feel exhausted, tired or guilty. While the research participants regard 
themselves as highly professional, this professionalism, together with the heavy work demands, leads 
them to sacrifice their families at times. Hence, feelings of guilt emerge. 
‘Sacrifice’ and ‘guilt’ are the outcome of pressures from different and contrasting discourses that coexist in 
our society: on the one hand, discourses about women’s emancipation, as well as professionalism, 
capitalism and individualist ambition and self-fulfilment; on the other hand, the discourse about the 
mother’s role, and the traditional family ideology. Nevertheless, some women refuse the ‘burden of guilt’. 
This can in part be explained by their early family experiences, which shaped their conceptualisations of 
gender roles in the society and in the family. 
Mentalities have evolved, particularly in younger generations. In some cases, this has resulted in a 
reconfiguration of gender roles at home, an equal involvement of both partners in household and family 
responsibilities or even in men taking on a greater share of household tasks. However, it is still an 
exceptional reason for praise when men participate equally in household tasks, not comparable to the 
expectation that is held in relation to women. Even in ‘companionate marriages’ and partnerships, men’s 
greater involvement with the family is more a result of the flexibility provided by their jobs, than the result 
of an adjustment to their wives’ career demands, as also observed by Wilton and Purcell (2010). 
However, the traditional family ideology, traditional masculinities and machismo are still deeply imbedded 
in most households. In these cases, interviewees’ husbands participate less at home, or even refuse to 
participate. On the one hand, an underlying inertia enables the reproduction of traditional gender roles. On 
the other hand, some men have internalised the idea of the male breadwinner as a masculinity ideal, and 
feel threatened by the fact that their wives have successful careers or earn higher salaries. This leads to 
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conflicts and, in some cases, to divorce. Nevertheless, some women have accepted their subordinate 
place in the gender order at home and do not protest. Several research participants simultaneously 
criticise and subscribe to such traditional family discourses. While they recognise the underlying 
machismo of this discourse, some regard women as ‘handicapped’ by family responsibilities and as 
lacking the capabilities to balance both areas. This discourse confirms a deep asymmetry in the speed of 
changes in gender roles in Portugal: while it is regarded as desirable that women should get involved in 
the labour market, parallel changes in gender role expectations are not held in relation to men’s greater 
participation at home (Esping-Andersen, 2005). In fact, the question of the family is seldom posed in 
relation to male managers and male workers in organisations. Men are assumed to correspond to the 
notion of the ‘abstract’ and unencumbered worker, who has no family responsibilities or other 
commitments besides work-related ones. Hence, men’s family lives are often still invisible in the 
organisation, even when they do have a family, since their wives usually take care of their children. This 
‘visibility’ or ‘invisibility’ shows how having a family is as an issue in the case of women, while men are 
regarded as ‘familyless’. 
In contrast, even childless women’s biology is an issue and a potential ‘threat’ for the organisation, since 
they might get pregnant and abandon the company or become less available, which raises doubts about 
their ‘suitability’ for management positions. Women are affected by the societal expectation that they will 
inevitably have children, regardless of whether they have children or not, and this affects their career 
outcomes. This is a result of women being viewed mostly in terms of their biological role (Mooney, 2014).  
In addition, some situations experienced by research participants reveal how business is deemed more 
important than family life, and how reproductive work is devalued. Thus, it is also important to be critical of 
business expectations of unencumbered and ‘familyless’ abstract workers, whose life purpose is to fulfil 
business demands.  
It can be concluded that the professional and the family spheres are not entirely separable. In research 
participants’ discourse about the family, it is visible how gendered divisions at home and at work are 
mutually reinforcing. As a result of women’s greater responsability for the home, men become 
unencumbered for work-related commitments, and thus have more chances to develop their careers in 
terms of recruitment and promotion to certain positions, such as management. Moreover, men are also 
favoured by the stereotype of women as less available, in a mutually reinforcing loop. In contrast, women’s 
careers are not only influenced by their effective availability, but also by the societal expectation that they 
are primarily mothers. This hampers women’s possibilities in the organisations. Although women can 
‘prove’ their availability, they are still not considered as equals from the start. 
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Q5. How do women do, undo or re-do gender in the different contexts of their lives? 
The purpose of the fifth research question was to analyse how female top-level managers do, undo or re-
do gender, and whether these women are opening up new possibilities for understanding and doing 
gender, and unsettling the gender binary in the different contexts of their lives.  
Research participants’ descriptions of ‘good leadership’ and of their own leadership style reflect a mix of 
masculine and feminine enactments. Hence, a balance between doing gender well and differently is 
regarded as positive by women managers, who combine multiple ways of doing gender in their lives. This 
has been acknowledged as a sign of progress from a gender perspective (Patterson et al., 2012a). 
However, it seems that while doing gender well is important for the daily practices of leadership, doing 
gender differently may be more effective for overcoming gendered career obstacles such as prejudice. 
Doing gender differently is a way of women exercising their agency, either intentionally or unintentionally. 
On the one hand, some women are aware of their position in the gender order and, in order to be 
perceived as effective leaders, they need to distance themselves from stereotypes of women as less 
competent, by proving their professionalism, skills, commitment and availability. They need to do gender 
differently in order to ‘build’ confidence and reputation, since they are not assumed as having them from 
the beginning. On the other hand, women need to do gender differently in order to comply to the image of 
the ‘ideal’ abstract (male) worker. Consequently, they have to show availability or even ‘total availability’, 
and prioritise their work responsibilities over responsibilities in other life spheres, e.g. family. Women’s 
taste for adventure and challenges is also ‘doing gender differently’. Hence, women disturb the gender 
binary and traditional gender stereotypes by doing gender differently, since it challenges essentialist 
notions of women as inferior, unavailable or more family-oriented.  
However, doing gender differently may reinforce the association of management with masculinity and 
leave the ‘male norm’ unquestioned. In fact, women in organisations with a more entrenched male culture 
are more likely to feel that they have to be strict or authoritarian in order to be acknowledged. In contrast, 
in companies with a weaker male culture, women have more room to defy the traditional ways of doing 
management, and to do management differently by doing gender well. Women entrepreneurs also seem 
to have greater autonomy to do gender well and differently, which corroborates previous literature (Mavin 
& Grandy, 2012; Patterson et al., 2012a).  
Whereas having the freedom to do gender well may challenge gendered and masculinised constructions 
of leadership, the expectation that women managers behave like women may constrain their possibilities 
as managers, and construe them as ‘emotional labourers’ (Due Billing & Alvesson, 2000, p. 155). The 
construction of an alternative feminine notion of leadership reinforces gender stereotypes, limits women to 
behave specifically as women, and does not challenge the male norm or the gender social order. 
In Section 7.6.2.2, it was concluded that female managers balance feminine and masculine expressions in 
their clothing, behaviour and language, in order to be regarded as effective and credible leaders, as also 
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observed by Patterson et al. (2012a) and Wahl (1998). Clothing is important in order to look 
simultaneously professional and feminine, but not too feminine or the ‘wrong kind of feminine’, in part also 
to control sexual advances from men in work-related contexts. In addition, some women detached 
themselves from the stereotypical ‘unfeminine’, ‘unemotional’ and ‘workaholic’ businesswoman. 
It is also important to investigate how women do gender at the intersection of the family and work spheres. 
Since most women regard themselves both as leaders and as mothers and want to ‘have it all’, they 
combine doing gender well (by raising a family) with doing gender differently (by investing in their careers). 
This may contribute to slowly dismantle the notion of the ‘ideal worker’ as some who is unencumbered by 
family responsibilities and totally available for organisational commitments (Acker, 2012). However, since 
the fundamental incompatibility between professional and family lives cannot be easily erased, most 
women who are under pressure to prioritise work commitments feel guilty for not putting their mother’s role 
first, even when they are in ‘companionate’ partnerships and marriages. 
It was concluded that women have some sort of individual agency to accept or reject gender social role 
expectations (Patterson et al., 2012b). Therefore, it may contribute to the understanding of how combining 
multiple ways of doing gender may simultaneously disturb both gender and management-leadership 
stereotypes. Although women remain constrained by the gender binary (Mavin & Grandy, 2012) and 
cannot truly ‘undo’ gender, they can still unsettle gender stereotypes, which may overtime challenge the 
gender order. Capturing how gender is done well and differently allows for the recognition of the fluid and 
paradoxical nature of doing gender, since ‘doing gender well’ and ‘doing gender differently’ may both 
challenge and confirm the gender order and gender stereotypes. Instead of becoming entangled in the 
paradox, it is important to highlight that paradoxes bring together individual agency and social structure 
and allow for a constant reflection on ambiguity and contradictions. This might be helpful to disturb the 
hierarchical nature of the gender binary, as argued by Brink and Stobbe (2009).  
 
Q6. How do women accept or challenge the gender order in the different contexts of their lives? 
In order to investigate to what extent women accept or challenge the gender order in the different contexts 
of their lives, it is important to analyse women’s awareness of the prevailing gender order and their agency 
to challenge it, as well as their suggestions of what could be done to increase women’s representation in 
power positions in the tourism sector.  
It is possible to interpret that the research participants challenge the gender order merely by having 
reached a power position and that, this alone, is challenging in itself. In addition, women often reject 
appropriate behaviour for their perceived sex category and do gender differently (Mavin & Grandy, 2011; 
Patterson et al., 2012b). While drawing upon masculine enactments may reinforce the association 
between management and masculinity, it also challenges gender stereotypes of women as inferior or less 
career-oriented, and disprove the essentialness of certain ‘feminine’ and ‘masculine’ characteristics. This 
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is important, since the gender order and hierarchies are legitimated by supposedly ‘natural’ and ‘essential’ 
differences between women and men which are in reality socially constructed, and by men doing 
dominance and women doing deference (Goffman, as cited in West & Zimmerman, 1987). Hence, doing 
gender differently may contribute to disrupt certain stereotypes and unsettle the gender order.  
Moreover, in companies that have a critical mass of women at the top or where interviewees are the 
owners, some research participants are defying traditional ways of doing management by doing gender 
well, which may change masculinised definitions of management overtime. The gender order is to some 
extent resisted and challenged in these ‘micro-circles’. 
Some research participants claimed that they defend women’s interests in their companies, which 
contradicts Mavin’s idea that women senior managers do not want to lead on the ‘women in management 
mantle’ (p. 265). The fact that research participants claim to fight for women in their companies may be a 
sign that these women feel that they have some effective power in their organisations, and that they are 
not ‘tokens’ merely representing their sex category. Although this may be more rhetoric than effective 
support, it may be a sign that the gender order is being challenged in these organisations. This also 
rejects ‘queen bee’ stereotypes of female managers. While female solidarity may be a way of challenging 
the gender order, we support that organisational and societal changes are more effective for tackling such 
a systemic problem. 
Wanting to ‘have it all’, i.e. a family and a career, may contribute to dismantle essential notions of men and 
women that sustain the gender order and traditional power relations. It may also contribute to an 
alternative notion of ‘encumbered’ worker, whereby it is recognised that workers may also be carers. 
Hence, this may have consequences both for challenging masculine constructions of management and 
gendered labour divisions in paid work in the organisation and unpaid work at home. 
However, in some instances, women’s lack of criticism of existing gendered structures and images in the 
tourism industry leads to acceptance or even reinforcement of the gender order. Firstly, this can be seen 
in participants’ denial and ‘naturalisation’ of subtle processes of discrimination. Secondly, ‘blaming’ women 
for their own subordination in the gender order is another way of rendering gender processes invisible, 
and hence ‘naturalising’ and accepting, or even reinforcing, the gender order. Thirdly, some women 
reinforce segregation and traditional gender roles by recruiting job candidates for sex-typed positions with 
basis on their allegedly ‘essential’ feminine or masculine characteristics, or by preferring men for 
purportedly being more unencumbered from family responsibilities. This is the outcome of a lack of gender 
awareness among female managers. 
At home, the gender order is being challenged in ‘companionate marriages’ and partnerships, where 
partners are mutually supportive and where there are balanced gender power relations. It can be seen that 
the gender order at home is intertwined with the gender order at work, and that both spheres overlap, 
since these men’s greater participation at home enables women’s investment in their careers. However, 
about a half of the research participants are not in such companionate marriages. This either leads to 
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women’s resignation and accommodation to the prevailing gender order, or to conflicts with their 
husbands. Practically all women in ‘companionate’ partnerships are employees, while nearly all women in 
unbalanced, conflicting or broken partnerships are entrepreneurs. One possible interpretation is that 
advancing in one’s career while working for an employer is more likely to lead to a reconfiguration of 
gender roles at home. Another plausible interpretation is that entrepreneurship offered the opportunity for 
career progression to women with little family support, who would otherwise have difficulties to advance in 
their careers if they were employees. These findings deserve further future investigation.  
Research participants were asked what could be done so that more women reach the top in tourism 
organisations. Women focused mostly on individual strategies to overcome gender prejudice instead of 
institutional ones, while they regarded the role of the state and organisations mostly in terms of provision 
of childcare and flexible work arrangements, respectively. Some of the individual strategies proposed by 
women to challenge the gender order confront gendered structures, beliefs and prejudice. However, other 
strategies do not address the gendered status quo. They focus either on submission and resignation, or 
on ‘improving women’ so that they can be regarded as equals with men. The underlying idea is that 
women need to be ‘fixed’ and adapt themselves to the system, e.g. through education, so that they can 
make their way up. These approaches leave non-gender-neutral structures unanalysed and ultimately 
blame women for their underrepresentation at the top, thus further entrenching gender stereotypes. 
Besides, the framing of gender inequality as an ‘individual responsibility’, namely women’s responsibility, 
can be disempowering (Verloo et al., 2007). 
To conclude, while some women may be re-negotiating the gender order at home and at work, this is still 
a process filled with hurdles and contradictions. The main obstacles are the lack of gender awareness, 
deep-seated beliefs about traditional gender roles, in particular the mother’s role, the asymmetry in the 
speed of gender role change (Esping-Andersen, 2005), and the invisibility of gendering processes and 
gendered structures in organisations. Gender prejudice and stereotypes are reified and ingrained to such 
an extent in organisations and in our society, that they become ‘invisible’, and thus the gender order is 
continually bolstered.  
 
Q7. To what extent is the tourism sector women-friendly vs. reinforcing of gendered patterns of 
employment? 
This question brings together quantitative (Chapter 6) and qualitative results (Chapter 1). There are some 
positive signs that show that tourism may be a more women-friendly industry than other economic sectors. 
Firstly, it is a feminised sector, where women are the majority of the workforce and men ‘only’ prevail at 
the top. It seems that this not only facilitates women’s entry into the sector, but also influences 
organisational culture and inter-relations at work, since it may reduce sexual harassment and gender-
based discrimination. Furthermore, many interviewees had the perception that there are increasingly more 
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women working in the tourism sector, including in management positions. This perception is confirmed by 
quantitative data. 
Secondly, tourism seems to be more favourable to women than other economic sectors where women are 
underrepresented, because they are less expected to ‘behave like men’ in order to reach the top, there is 
less pressure for ‘presenteeism’, and the use of ‘coarse’ language is less frequent. Thus, certain male 
exclusionary practices may be less common in at least some tourism organisations.  
Thirdly, the tourism industry requires characteristics that women are stereotypically expected to have, 
such as dedication or nurturance. While it is important to be critical of this argument, since it may 
‘essentialise’ women and constrain their career possibilities in the sector as ‘emotional labourers’ (Due 
Billing & Alvesson, 2000), it may facilitate women’s entry into the tourism sector. 
In the quantitative part, it was observed that the pay gap is narrower in the tourism sector, and that the 
part that may be attributed to discrimination is smaller. In general, employment patterns in travel agencies 
and tour operators are more favourable than in the overall economy or hotel establishments. 
Nonetheless, the tourism sector has several characteristics that pose barriers to women’s advancement. 
Male and female workers are segregated both horizontally and vertically, and the gender pyramid that 
exists in the overall economy can also be observed in tourism. Moreover, quantitative analysis revealed 
that it is in the highest earnings echelons that women are more disproportionately underrepresented, while 
in the qualitative component it was concluded that the higher the positions reached by women, the more 
inequalities they observe. Three gender subtexts were identified in women’s discourses about tourism 
organisations, which show how gender power relations and gendered images of men and women are 
maintained in the sector. 
Horizontal segregation is also visible, and it is more noticeable in hotels than in travel businesses. This 
segregation is reinforced by managers’ belief that men and women possess certain ‘intrinsic’ 
characteristics that make them more fit for some jobs rather than others. When gender intersects with 
other ‘axes of power’, such as class or nationality, inequalities become more entrenched. This is 
particularly visible in the hotel sector, in the phenomenon of ‘pink ghetto’ jobs (Woods & Viehland, 2000), 
particularly in cleaning. Although there are pervasive patterns of horizontal segregation in tourism 
employment, they were left unproblematised in many participants’ discourses. 
While salaries in travel agencies and tour operators are above the average, hotel workers are paid 
considerably lower wages. The low wages, together with hard working conditions, are a sign of how 
human resources are not valued in the tourism sector. This is confirmed both in the quantitative and 
qualitative parts of the study.  
In the quantitative component of study, it was observed that the gender pay gap is widest in senior 
management positions, and that this gap cannot be explained by the variables used in the model. 
Qualitative analysis provided some insights on factors that could explain it. Several interviewees 
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mentioned how some women in top-level management positions are paid less than their male 
counterparts are because salaries are negotiated individually. It seems to be a rather common practice to 
under-reward women. Hence, the individual negotiation of managers’ salaries is likely to be widening the 
gap between men and women’s earnings.  
In addition, tourism, more often than most other sectors, demands work in shifts, at night, at weekends, in 
irregular schedules, and during holidays, which increases the stress and tension of those who have a 
family at home. Further hurdles are posed by work-related trips, which are a frequent demand in certain 
positions. In fact, the demand for availability around the clock is one of the greatest impediments to 
women’s advancement in the sector, since they still bear most of the household and childcare-related 
responsibilities traditionally assigned to them. Even those women who have the necessary availability are 
affected by the expectation that women lack availability or might have children. 
The seasonality of the tourist activity places various types of obstacles. The fact that the peak seasons 
coincide with children’s school holidays brings additional problems to workers with school-aged children. 
Not only is it hard for them to take holidays during these periods of the year, but they also have to find 
additional childrearing solutions during these periods. In the entrepreneurs’ case, some women bring their 
children to work. Seasonality also makes living conditions harder for peripheral workers, since they cannot 
rely on a regular income all year. Although this is not the case of workers in management positions, some 
of the interviewees recognised this, which corroborates the findings of other authors (Hemmati, 2000; 
Purcell, 1997). 
Another remarkable aspect is that Portugal is always negative when compared to other countries. The 
prevailing macho mentality in the Portuguese society was pointed as problematic during the interviews. 
Hence, results concerning the ‘women-friendliness’ of the tourism sector are paradoxical. Some research 
participants were very optimistic about the tourism sector, but others were more critical of it. While 
entrepreneurs were more likely to have a positive view of the industry and contend that there are already 
many women at the top, women managers in prominent positions in large organisations were less 
optimistic. They had a greater perception of gender prejudice, and of the negative effect of male 
homosocial ties. Thus, the perception that the tourism sector is a ‘male world’ is reinforced among these 
women. Concerning employment indicators, there are some positive indicators in relation to travel 
businesses but not in relation to hotels. Still, gendered patterns of employment can also be observed in 
travel businesses. There are signs that gendered prejudice and discrimination are at the core of 
segregation and the gender pay gap.  
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Finally, the main research question is answered with basis on the answer to the sub-questions 
outlined above: 
How do gendering processes influence the career and life paths of women who reach top-level 
management positions in the Portuguese tourism sector?  
The analysis of employment in the tourism sector revealed the existence of gendered patterns of 
employment, which cannot be justified by variables such as differences between women and men in terms 
of human capital (Q1). For example, the analysis of earnings suggested the existence of pay 
discrimination. In addition, the career obstacles most emphasised by women in their discourses were 
gendered ones, such as sexist prejudice or work-family clash (Q2). Consequently, these results indicate 
that gender is relevant to explain women’s careers in the tourism sector.  
In order to better understand these women’s careers, it was analysed how genderedness is embedded in 
the different contexts of their lives, in particular their current and previous organisations (Q3) and their 
family context (Q4), and how it has influenced their career and life paths. Women’s organisations are not 
gender neutral. Assumptions about gender underlie the structures and daily practices of most 
organisations. In this study, it was concluded that women are affected by gendering processes in 
organisations, expressed in daily interactions, latent in organisational culture, hidden in organisational 
structures and internalised in women’s own gender constructions. Three main gender subtexts underlie 
these gendering processes: i) the notion of the ‘ideal’ unencumbered worker and assumptions of women’s 
greater family-orientation; ii) expectation that women are less competent than men; and iii) male 
homosocial ties and exclusionary practices. These gender subtexts affect women’s possibilities in the 
organisation negatively. While overt discrimination in recruitment, wage setting and pregnancy is still a 
problem, hidden discrimination is more pervasive and harder to handle since it is less visible and may be 
even regarded as harmless and normal behaviour. Women are also affected by gendering processes 
outside their organisations, since organisations are not isolated, but embedded in relations of 
interdependence.  
Gender also influences the timing of women’s career and family decisions, since women are aware of a 
‘motherhood penalty’. In addition, although most women defy traditional gender roles by ‘having it all’, they 
are caught in the middle of contradictory discourses in our society. ‘Sacrifice’ and ‘guilt’ are the outcomes 
of such discourses, of the fundamental incompatibility between work and family in our society, and of 
contradictory expectations of women’s roles. This subjective dimension of conflict is firmly rooted in 
women’s discourses, even though practically all mothers who reached the top relied on multiple sources of 
childcare and household support. Women without such support would probably face more obstacles to 
advance in their careers (Vandegrift, 2008).  
The traditional family ideology does not have watertight boundaries inside the home, but flows into other 
spheres of society, influencing ideals of masculinity and femininity, as well as divisions of labour at home 
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and in the organisation, structuring relationships within organisations, and influencing the gendered 
substructure of organisations. The visibility of women’s family life and the invisibility of men’s family life in 
the organisation shows how the family has a different meaning and different consequences for men and 
women. 
However, women are not only affected by gendering processes but they also have the agency to respond 
to them. Hence, it was analysed how women have some agency to re-do gender and unsettle gender 
stereotypes (Q5). It was also analysed how women accept or challenge the gender order (Q6). For the 
interviewees, the key for success and for overcoming gender prejudice lies in their own hands. This 
reveals how women value individual solutions over more structural ones. While the emphasis on women’s 
own agency and individual solution seems empowering, it places the solution to inequality in women’s 
hands, and leaves structural and cultural aspects unproblematised.  
While some of the strategies proposed by women challenge the gender order, others do not question it 
and rather suggest that women should be ‘fixed’. Women’s denial of discrimination, lack of criticism of 
gendered structures, and reinforcement of gendered segregation are signs of a lack of gender awareness 
and entrenchment of traditional gender roles. The invisibility and legitimacy of inequalities constitute 
impediments to change, as underlined by Acker (2009).  
In addition, some women also challenge the gender order in the family. While some could rely on 
companionate marriages, others were in traditional relationships with imbalanced gender power relations. 
Although some of these women refused to be in a subordinate position at home, the gender order remains 
unchallenged in households where women accommodated to traditional gender power relations and the 
unequal division of tasks. This is a result of the asymmetry in the speed of gender role change. The fact 
that only women with supportive husbands made their way up as employees, may indicate that women 
who lack that kind of support have more difficulties to advance to the top as employees rather than as 
entrepreneurs in their own businesses. Hence, the gender order at home and the gender order at work are 
interdependent. 
The extent to which women are affected by gendering processes seems to be moderated by the following 
factors: working in their own businesses, being childless, supportive marriages and partnerships, 
existence of a network of support within the family and existence of a ‘critical mass of women’ in 
management positions in their organisations. The women who reached the most prominent positions at 
the macro-level are the ones who see more inequalities, while entrepreneurs with less notoriety are less 
likely to perceive discrimination in the tourism industry. 
Although tourism is a feminised industry that is frequently said to open doors to women, gender divisions 
and gendered images of women and men seem to be embedded in the sector, which negatively affect 
women’s opportunities for advancement. However, such gendering processes are not ‘monolithic,’ since 
their reproduction can be resisted and challenged (Hearn & Parkin, 2003).  
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8.3 Contributions 
The main theoretical, methodological and empirical contributions are described in the following sections. 
8.3.1 Theoretical contributions 
Figueroa-Domecq et al. (2015) highlighted how tourism gender enquiry is markedly disarticulated from, or 
even blind to wider feminist investigation (Chapter 4). Additionally, the critical and in-depth analysis of the 
state of the art of literature on women managers in the tourism sector (Section 4.7.2) also revealed a lack 
of feminist and gender-aware perspectives in this research field. Hence, the present study attempts to 
bridge this gap by articulating tourism research (Chapter 4) with wider feminist and gender-aware research 
(Chapter 3). This study also aims to contribute somewhat to widen the horizons of research on women 
managers in the tourism sectors. 
Hence, this thesis contributes to theory by showing that tourism organisations are not gender-neutral. 
They are places engrained with gendered meanings, and where gender inequalities are produced and 
reproduced on a daily basis through a set of gendering processes. Moreover, this study has highlighted 
how these various gendering processes are intertwined, which was not given much emphasis in Acker’s 
original framework (1990) or its subsequent reworkings. It has also emphasised the importance of 
analysing the gender subtexts that lie beneath the gendering processes identified. These gender subtexts 
reproduce the gender order of the society in organisations. 
In addition, our findings support the idea that family and organisational processes intersect, and that these 
spheres cannot be totally separated in analyses of gender in the organisational context. Gender is 
produced in both spheres simultaneously, and the gender order in the family is not independent from the 
gender order in organisations. The gendered substructure of organisations is influenced by discourses of 
the family, which structure relationships within organisations, as contended by Dye (2006). 
Another theoretical contribution of this thesis concerns the idea of organisations not being isolated from 
one another. In fact, as contended by Stainback et al. (2010), individual organisations are subject to 
exogenous environmental pressures which influence how inequalities are produced in organisations. In 
this investigation, it seems that some organisations may be ‘micro-circles’ where gendered identities 
become more fluid, where gender power relations are more balanced, and where gendering processes are 
challenged. However, the positive impact of these organisations seem to be limited, since they are 
embedded in relations of interdependence with other organisations where ‘genderedness’ is more 
engrained.  
This investigation also provided a critical analysis of the glass ceiling metaphor. Gendering processes 
seem to be a more appropriate tool than the ‘glass ceiling’ metaphor to analyse gender in organisations, 
since they allow for the analysis of seemingly neutral daily practices in the organisational context. 
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Secondly, the obstacles to women’s advancement do not just occur as a single barrier right below the top, 
but rather all along a woman’s career, including after they supposedly ‘break the glass ceiling’, e.g. 
through male exclusionary practices. Therefore, top management is not an ‘untouchable’ position. Thirdly, 
the ‘glass ceiling’ metaphor does not provide the ideal theoretical framework for the analysis of the careers 
of female entrepreneurs, who do not reach this position by advancing straight to the top of an organisation. 
Fourthly, many interviewees reach the top by rotating jobs across different organisations, but the ‘glass 
ceiling’ does not adequately depict this type of boundaryless careers. Fifthly, the glass ceiling fails to 
conceptualise micro-aggressions, as well as discriminatory behaviour stemming from outside the 
organisation. In addition, the ‘glass ceiling’ metaphor suggests the existence of someone who intentionally 
discriminates against women and minorities, and ignores unintentional actions or structural aspects of 
organisations, often resulting from inertia and lack of gender-awareness, which maintain the gender order. 
Sixthly, gendering processes allow for the analysis of exogenous pressures from outside the organisation 
that reinforce inequality. Moreover, the ‘glass ceiling’ may be conceived as a static barrier (Bendl & 
Schmidt, 2010), whereas gendering processes have a more flexible and dynamic nature. Hence, our 
findings corroborate those of other authors who contend that the ‘glass ceiling’ metaphor is not the best 
conceptualisation of gender and management (Altman, 2005; Eagly & Carli, 2007; Meyerson & Fletcher, 
2000). 
This study provides some further evidence that the existence of a ‘critical mass’ of women in management 
may be important for achieving organisational change. Such organisational structures are likely to 
influence the organisational culture and discriminatory practices. As a result, the findings of previous 
studies are here further corroborated (Desvaux et al., 2007; Kanter, 1977; Wahl, 1992, 2001). 
Moreover, this study sheds light on the circumstances under which women are affected differently by 
gendering processes, depending on whether they are childless or mothers, entrepreneurs or employees, 
in companionate or in unequal partnerships, in organisations with a ‘critical mass’ of women or in 
organisations with a strong male culture. Besides, one of the important contributions of this study is that it 
is important not only to analyse women’s objective conditions, but also the way their subjective dimension 
affects their career choices and decisions.  
Besides, the interrelation between agency and gendering processes is analysed. This allows for the 
understanding of how gender and gendering processes affect women and shape their career development 
in the tourism field, and how women respond to such gendering processes by accepting, reinforcing or 
challenging the gender order. 
8.3.2 Methodological contributions 
The growth of tourism research has been mostly dictated by business-oriented and gender-blind 
approaches that favour positivist paradigms, while critical and in-depth gender-aware analyses are still 
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lacking in tourism inquiry (Figueroa-Domecq et al., 2015). We agree with Lincoln et al. (2011) that it is 
important to transcend positivism and embrace epistemologies that attach greater importance to the 
impact of research on society, than to myths of total objectivity, production of universal knowledge or 
immutable laws. Hence, one of the methodological contributions of this thesis is that it does not ignore the 
interpretations and social constructions of the social world. Besides, this study puts people’s life 
experiences and the way they make sense of their experiences at centre stage, while recognising the 
researcher’s interpretation of this experience as a subjective process that should not pretend to be 
objective and value-free.  
This study proposes feminist postconstructionism as a good ‘thinking tool’ for framing mixed methods 
research in feminist studies, and overcome the apparent irreconcilability of quantitative and qualitative 
methods. In fact, whereas feminist postconstructionism embraces the anti-foundationalism of 
postmodernism, it transgresses it by not ignoring the importance of more material analyses (Lykke, 
2010b), such as the quantitative study carried out in this investigation. 
While most feminist research relies on qualitative research, our belief is that mixed methods can be used 
in transformative research for social justice and for achieving feminist goals. While qualitative data can 
give a more powerful voice to women’s experiences, quantitative data are more easily heard in the policy 
arena (Hodgkin, 2008). Moreover, mixed methods research does not have to be framed within positivist 
paradigms, where qualitative methods are subjugated to the exploratory phase of quantitative studies. 
Mixed methods research can be qualitative dominant, while still benefiting from quantitative data and 
approaches (Johnson et al., 2007). Hence, this study has attempted to bridge such methodological and 
epistemological contributions, particularly in the field of gender and tourism studies, where mixed methods 
approaches have been largely absent. 
Moreover, the present study has combined narrative and thematic analysis as in bricolage (Denzin & 
Lincoln, 2011a). Since narrative analysis could have put the interviewees’ anonymity at risk, it was 
decided to carry out a thematic analysis instead. However, since the consistencies and contradictions 
across individual interviews can be revealing, and a sense of continuity across individual accounts cannot 
be retained with thematic analysis, some narrative elements were introduced during data interpretation, 
with the aim of capturing women’s experiences and perspectives within the broader context of their lives. 
Studies on women as managers in tourism mostly focus on women as managers in large hotel chains. 
Therefore, in this investigation it was decided to include entrepreneurs, female managers in travel 
agencies and tour operators, as well as in small and medium-sized businesses, in order to provide a wider 
picture of the tourism sector. This way, it was also possible to go beyond the analysis of women who 
climbed the traditional ‘career ladder’ to include women who reached top positions by other means, 
namely by rotating across jobs in different companies, by establishing their own businesses or by 
assuming a leading position in a family-owned business. 
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8.3.3 Empirical contributions 
The empirical contributions of this thesis are manifold. Firstly, it contributes to the state-of-the-art on 
employment conditions, gender inequalities and gendered patterns of employment in the Portuguese 
tourism sector, with a focus on the gendered aspects of senior management employment. A 
comprehensive analysis of several employment-related variables was performed: sex distribution; age 
distribution; status in employment; countries of origin; company size and region of the establishment; 
security and stability in employment; working hours and type of working arrangement; education; and 
gender occupational segregation. All these aspects were analysed in relation to two different tourism 
sectors, hotel establishments and travel agencies/ tour operators, and compared to data relative to the 
whole economy. 
Another important contribution of this study is the estimation of the gender pay gap in five different groups 
of workers, including employees or only senior managers in the economy as a whole, tourism and non-
tourism. With the Blinder-Oaxaca decomposition, it was possible to estimate which percentage of the 
gender pay gap is attributed to the observable characteristics between male and female workers, and 
which part cannot be explained by differences in such characteristics, and may thus be attributed to 
‘discrimination’.  
In the qualitative part of the study, the experiences of women who are at the top of tourism organisations 
were described and made visible through the interpretation of the in-depth semi-structured interviews. This 
way, it was possible to produce ‘situated knowledge’ (Haraway, 1991) about women managers and their 
experiences in the tourism sector. Using a gender-aware framework, this study has contributed to unveil 
gendering processes and hidden discrimination that reinforce gender inequality in organisations, as well 
as give visibility to the simultaneous reproduction of gender inequalities in the organisation and the family 
spheres.  
In fact, making indirect discrimination and hidden gendering processes visible may have some impact on 
the daily workings of organisations. This was observed in previous studies, such as Kantola (2008). This 
study questions the ‘normality’ of certain ‘harmless’ practices and behaviour, and as Dye (2006), it is 
hoped that, through the introduction of new discourses, it may contribute to raising awareness to gender 
issues in the tourism sector and in the wider society. Furthermore, since ‘the big picture accompanied by 
the personal story can bring both depth and texture to a study’ (Hodgkin, 2008, p. 297), this investigation 
may both raise awareness about persisting gender inequalities and inspire political action. 
This study also aimed to contribute to deconstruct and overcome discourses about leadership that still 
prevail in academia, in business and in society, which reproduce and reinforce stereotypes of women 
managers as ‘different’, the ‘same’ or as ‘complementary’. It posits that considering gender power 
relations, organisational structures and the gendering of organisations may be a more productive 
perspective from which to analyse women managers and leaders.  
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8.4 Limitations 
There are a number of limitations associated with this study that need to be addressed. Firstly, only 
women managers were interviewed since women’s experiences have been left out of history for a long 
time, and there are still barriers to parity between women and men (Wilson, 2004). However, interviewing 
male managers could have brought different perspectives and interpretations to the analysis of the 
gendering of tourism organisations. For example, including men could assist in understanding which 
career barriers are gendered and which are gender neutral, i.e. faced by men and women alike. 
Furthermore, it would have allowed for a better understanding of how gendering processes have different 
consequences for men and women in organisations, namely how informal networks, the participation in 
social events at night and sexualised processes affect men and women differently. While recognising 
these limitations, we re-emphasise the importance and value of the woman-centred approach here 
developed. 
Secondly, Acker’s (1990, 1992) gendering processes in organisations would be better analysed through 
the in-depth analysis of the content and organisation of work in a small sample of organisations, mainly 
through the use of observations, documents and interviews with personnel. However, our primary aim was 
not to apply Acker’s framework per se, but to study women managers’ experiences in the tourism sector, 
which are affected by the gendering of organisations. 
Thirdly, while the relatively small sample of research participants in the qualitative part was justified in that 
richness and depth were sought, it sets limits to the generalisation of these women’s experiences to a 
broader population. In addition, this study was carried out in a specific context, i.e. Portuguese hotel and 
travel businesses, and it should not be assumed that women from different contexts would have similar 
experiences. Although generalisability is limited in the present investigation, it is important to underline that 
this study did not aim to generalise the results to the population. While the researcher’s interpretations of 
women’s experiences are subjective, they are not necessarily biased, since the researcher’s perspective 
is made explicit (Kvale & Brinkmann, 2009). The limitations of this study at the methodological level were 
discussed in detail in the Methodology chapter (Section 5.7.4). 
Fourthly, there is a lack of cultural and racial diversity in the study, despite the researcher’s attempts to 
find women with different characteristics and backgrounds. Nevertheless, this should not be understood as 
bias, but rather as a consequence of the lack of women from ethnic minorities in senior management. In 
fact, statistical data confirmed that there is only a very small percentage of foreign women at the 
managerial level in tourism organisations in Portugal, which reveals the lack of gender/race neutrality in 
organisations and management.  
Another limitation was that, at times, it was hard to analyse if organisational changes reported by 
interviewees actually corresponded to real changes in the companies, particularly when entrepreneurs 
were questioned. Interviewees might have attempted to provide a perspective of their organisations 
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through rose-tinted glasses. Wahl and Höök (2007) suggested that changes in the discourse are more 
evident than actual changes in the companies. 
In addition, in the qualitative part of the empirical study, it was also hard to understand to what extent 
women’s experiences differed due to them working in either hotels or travel businesses, or as a result of 
other differences in the characteristics of their organisations, such as business size. In fact, due to the 
sampling method chosen (stratified purposeful sampling), the samples obtained from each of these 
sectors had very distinct characteristics. For example, the travel business sample was mostly composed of 
women entrepreneurs in micro-sized businesses.  
Finally, there were some limitations related with the inexistence of some information in the database used 
in the quantitative part, in particular concerning workers’ years of experience. This has certainly influenced 
the Blinder-Oaxaca decompositions estimated (Section 6.4.2.). As a result, the unexplained part of the pay 
gap may be overestimated. In addition, the database does not contain any information for the Azores in 
the year analysed. Besides, there is no information concerning employers’ salaries. Finally, the quality of 
the regression was low for the model of tourism senior managers, which limited the conclusions that could 
be drawn from it. 
8.5 Suggestions for Future Investigation 
Future research on gender and tourism labour should bring gender power relations to the forefront of 
analysis, and engage in gender-aware and feminist critique. As it was concluded in Chapter 4, feminist 
scholarship is still largely absent from most gender and tourism research, in particular that which focuses 
on women managers. A greater focus on the gendered nature of organisations and gendering processes 
would improve understandings about gendered tourism careers. 
Another unexplored direction is the study of non-professionals and marginalised workers, particularly in 
the hospitality sector. Intersectional analyses could shed light on how other ‘inequality regimes’ (Acker, 
2006b) or ‘axes of power’ (e.g. nationality, ethnicity, class, disability) intersect with gendering processes 
and affect marginalised groups differently. For example, it was observed that foreign female workers are 
massively segregated to low-skilled jobs in the hotel sector. Hence, it is important to investigate the 
interlocking of gender, nationality and class at the low-end of the tourism pyramid.  
The present study suggested that women’s perceptions of gender inequality in the sector increase as they 
progress in their careers. Therefore, further longitudinal and critical research could fill some of the gaps in 
our knowledge about women managers’ experiences in the tourism sector. There is a need to further 
investigate how women’s perceptions about the industry change as they advance in their careers.  
Subsequent research on gender, management and tourism organisations could further investigate how 
gender identities are constructed in the workplace. For example, it would be of interest to explore whether 
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constructions of the ‘ideal’ leader in tourism are different from those of other sectors, and whether they are 
empowering to women or reinforce gender and leadership stereotypes. 
In addition, more studies could focus on the travel sector, and not only on hospitality, since both sectors 
have distinct characteristics and employment conditions, which should be explored in greater detail. If the 
analysis of employment in the tourism sector subsumes several different economic activities without 
distinguishing between them, then it is likely that the results obtained will reflect the reality of the larger 
sectors, namely hospitality and food & beverage, rather than the reality of smaller sectors such as travel 
agencies and tour operators. In such studies, the data concerning employment in travel agencies and tour 
operators is subsumed under the ‘tourism’ label, and any conclusions applying to the bigger sectors are 
wrong if extended to the smaller travel sector. Additionally, it is important to explore differences within 
each sector, namely according to business size. 
In addition, the family should not be left out of the analysis of gender in organisations. As observed in this 
study, the two areas are not separate, but intertwined, and gender dynamics in the family and the 
organisation are mutually reinforcing. Women’s career choices should be analysed through a gender lens, 
so that opting out of a career is not simplistically interpreted as a result of genuine choice, and the 
constraints imposed by gendering processes are not ignored. 
In this study, it was observed that practically all women in ‘companionate’ partnerships and marriages are 
employees, while nearly all women in unbalanced, conflicting or broken partnerships are entrepreneurs. 
One possible interpretation of this is that women’s advancement in organisations may have led to a 
reconfiguration of gender roles at home. An alternative explanation is that women without spousal support 
may have even more obstacles to reaching the top outside the entrepreneurial context, and hence they 
are more rarely found. These findings deserve further future investigation, in order to ascertain if this is 
only a coincidence or if there is a causality behind this relation, and in order to understand the nature of 
this relation. 
At the methodological level, mixed methods research have not been given much attention by gender and 
tourism research (Figueroa-Domecq et al., 2015). Inquiry in this field could benefit from more mixed 
methods research, since quantitative data provide an overall picture of gender inequalities, while 
qualitative data add the personal story and the individual perspective that contribute for a deeper 
understanding of the phenomena under study.  
8.6 Suggestions for Practitioners/ Implications for the Industry 
Tourism is a labour intensive sector that nonetheless seems to undervalue its workforce. This is a 
contradiction that undermines the growth potential of the sector in Portugal. This situation is likely to be 
exacerbated in the future due to the current economic downward trend, the liberalisation of the labour 
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market and the growth of the ‘reserve manpower’. It is crucial to reverse this trend by valuing labour and 
striving for gender equality, not only at the tourism industry level, but also at the level of the whole 
economy. Due to systemic nature of the problems, we agree with Jeanes et al. (2011) that it is necessary 
that change efforts target all levels of society, including individuals and organisations. Since we live in a 
globalised world, change efforts should also span across national borders. 
Overtime, it is essential that mentality and cultural changes take place. This can be achieved not only 
through awareness-raising practices, but also by setting an example. Women’s balanced representation in 
political and decision-making bodies is crucial to achieve change and undo gender prejudice and gender 
stereotypes. Education can also be an important tool to impart such values to citizens from a young age. 
Esping-Andersen (2005) contended that if men had a more ‘female’ life cycle by also having interruptions 
in their careers, employers’ gender-asymmetric expectations would be neutralised, and gender-specific 
discrimination in the labour market would be weakened. Hence, policy measures such as parental leave 
could approximate men and women’s pattern of career breaks. 
Policies on work-family balance and gender equality, whether at the state or organisational level, may 
provide an effective contribution for gender equality. There is a myth that 'work-life balance' and ‘gender 
equality’ can be achieved through quick fixes rather than by challenging the place of paid work in people's 
lives and the way work actually gets done (Jeanes et al., 2011). However, work-life balance and gender 
equality measures may question the status quo and be transformative, rather than a mere tool to disguise 
and conceal more structural and deep lingering inequalities. That gender equality measures might 
stimulate business growth is not problematic. The problem is if it is tacitly assumed that gender equality is 
only worth pursuing if it leads to profit or business growth.  
While our belief is that equality should be a goal per se, we do not consider that it is counterproductive for 
gender equality goals or patronising towards women to recognise the great potential that women have in 
the tourism sector. Although we claim that a critical stance is needed before assuming that gender equality 
and business effectiveness are always mutually beneficial, or that women have ‘different’ and 
‘complementary’ intrinsic feminine characteristics, we consider that women are important for the 
development of the tourism industry, and that tourism employers should consider this important pool of 
human resources. Therefore, even from a ‘business case’ perspective, the tourism sector would benefit 
from overcoming structures that hamper women’s progression, such as gendered organisational cultures 
and structures, as well as lingering prejudice. Despite the important central role of organisations as places 
of production and reproduction of gender in our society, we do not argue that the responsibility for gender 
equality should be displaced from the state to organisations. Still, we propose a cross-cutting set of 
measures that could help dismantle the genderedness of the tourism sector. 
Although the tourism industry in Portugal is feminised and, to a certain extent, may ‘open doors’ women, it 
is still far from being a truly ‘women-friendly’ industry. It is important to raise gender awareness of the 
stakeholders in this field, so that it is possible to see through the apparent gender-neutrality of the sector, 
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and gradually attain structural and cultural changes in organisations, and improvements in terms of gender 
equality. Making subtle processes visible may have an impact on the daily workings of organisations, as 
observed by Kantola (2008). In fact, high visibility and low legitimacy of inequalities may enhance the 
possibilities for change, while social movements may contribute to both high visibility and low legitimacy 
(Acker, 2006b). Stainback et al. (2010) argued that changes towards equality are more likely to be linked 
to pressures on organisational fields than to direct pressures on specific workplaces. There is evidence of 
‘mimetic isomorphism’ across industries, which, through inertia, leads to the institutionalisation of gender 
and other social inequalities. Hence, it is important to act not only at the level of individual workplaces, but 
also at the industry level (Stainback et al., 2010, p. 240). 
Kelly et al. (2008) suggested that the perception of a supportive work environment and flexibility to 
manage work time might be more important to improve employee’s balance and sense of conflict than the 
number of family-friendly initiatives provided by the employer. In fact, research participants considered that 
flexibility is important. However, some types of flexibility benefit more the employer than the employee, 
and they are a means of ensuring constant availability from the employee to respond to work demands 
under any circumstance. This, coupled with new communication technologies, have made the boundaries 
between work and family more permeable. While this brings some advantages, it has some drawbacks 
that should not be ignored, since the ‘omnipresence’ of work demands places workers under considerable 
strain. Still, some sort of flexibility is part of a supportive work environment and is important for work-family 
balance. As proposed by Williams et al. (2012), supervisors should have responsibility for diversity goals 
and should encourage employees to use the flexibility options provided by the company. There should be 
more flexibility in scheduling, and it should be adapted to each one’s individual needs when possible 
(Magnini, 2010). Another aspect is that work-life balance policies should not only target professionals or 
managers, but all workers, so as not to further increase the burden of workers like low-wage mothers. 
One measure that is beneficial, but simultaneously questionable, is that kindergartens and other childcare 
services have longer opening hours, and that they are also open during weekends and holidays. Although 
this may reinforce the prevalence of the professional sphere over the family sphere, a change in 
organisational procedures and the way the sector works might be less realistic. However, it is also 
possible to challenge the way work is being done. For example, it should be discouraged to schedule 
meetings outside normal working hours. In addition, we believe that it is important to discourage the 
practice of carrying out important negotiations outside the workplace during the weekend or at night, since 
such practices are likely to have a negative impact on workers with family responsibilities. In fact, such 
practices are not family-friendly, perpetuate traditional gender roles, and are exclusionary towards women. 
Besides, business trips should be scheduled whenever possible with considerable antecedence, so that 
workers can make the necessary arrangements in their private lives to accommodate that work 
requirement. Organisations should also encourage networking activities that are inclusive of women and 
minorities, and discourage male-only social events (Williams et al., 2012). 
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The gender pay gap is a problem that persists despite legislation that prohibits pay discrimination. The 
widest pay gap is observed at the top of the hierarchy, where salaries are often negotiated individually. 
Therefore, our proposal would be either to discourage such individual negotiations, which may not be very 
realistic in business terms, or to make such negotiations more transparent. In order to promote gender 
equity, Williams et al. (2012) also proposed that workers should be informed about the salaries of their 
colleagues.  
Other measures could be creating mentorship programmes for women tourism professionals, giving more 
visibility to successful women to speak at tourism events, and ensure that women are well-represented on 
public-private tourism councils, committees and advisory boards (UNWTO, 2011).  
It is also crucial to monitor the evolution of women’s representation in leadership positions in the tourism 
sector, as well as their distribution across all hierarchical levels. In these analyses, it would be important to 
include the other ‘axes of inequality’ or ‘inequality regimes’. Wider sectorial organisations, such as 
UNWTO or the WTTC could also be involved in such actions. In addition, it is important to approach power 
structures and not only engage in a ‘quantitative’ discourse about the percentage of women on boards or 
collect data as a goal in itself (Lombardo & Meier, 2007). Therefore, it is also important to include gender 
experts and civil society actors in the change process. 
The results of this thesis suggest that the underlying problem of gendered prejudiced spans across 
organisational borders and cannot be easily pinpointed, as it is reproduced due to pressures in the 
exogenous environment (Stainback et al., 2010) in the society and in the interdependencies with other 
organisations. Still, organisations are a crucial place where gender power relations are enacted and 
gendered images are produced and reproduced. Hence, tourism organisations can be either places where 
inequalities are reproduced, or ‘micro-circles’ of resistance, where gendered identities become more fluid, 
gendered power is more equally redistributed, and gendering processes are challenged.  
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Appendix 1 The Framing of Gender Equality in Policy-making in Europe 
 
In Europe, the variety of conceptualisations of gender equality is such, that they go from framing 
prostitution as a job in the Netherlands and as a crime in Sweden (Outshoorn, as cited in Verloo & 
Lombardo, 2007).  
There is a great variety of discourses which shape the meaning of gender equality and make it fit into 
existing policy frames. The concept of gender equality is thus ‘broadened, narrowed down, watered down, 
or even submitted to other goals than that of gender equality’ (Verloo et al., 2007, p. 281). It can even 
undergo processes of ‘degendering’, where the focus on gender equality is shifted to other goals or actors. 
An example of this would be when the competitiveness of the labour market becomes the main reason for 
the existence of family policies (Verloo et al., 2007). However, the way gender issues are framed is not 
always intentional. According to Bacchi (2005), there are ‘master frames’ or broader hegemonic 
discourses which shape the action of agents. 
Verloo and Lombardo (2007) identified three main visions of gender equality, and linked these visions of 
equality to the debates, strategies and policies that emerge within the framework of each of these visions. 
In the first vision, equality is regarded as sameness and as gender-neutrality. It aspires that women should 
be treated as if they were equal to men, according to the same norms and standards, as well as be 
entitled to the same rights and opportunities as men. It is oblivious to the fact that, e.g. the labour market 
is moulded according to the male norm, despite its seeming gender-neutrality. The strategy of equal 
opportunities is related with this vision. The second vision is named as the ‘difference’ or ‘reversal’ 
approach, and it advocates the need to recognise and valorise women’s difference. Positive actions are 
considered a suitable strategy to achieve this. In the third vision, the gendered world is problematised. It 
moves beyond the dichotomy of equality versus difference to challenge the category of ‘gender’, 
deconstruct political discourses and adopt diversity policies. It is a transformative vision of gender equality, 
since it advocates the transformation of all established norms of what is or should be male and female. 
Gender mainstreaming has been considered as a strategy within this framework. 
The evolution of EU gender policy reflects these visions. The concept of equal opportunities prevailed in 
EU gender policy until the nineties, when this approach was then complemented by other strategies. Equal 
opportunity measures are limited, since they focus on the individual, rather than addressing the gender-
biased structural conditions that shape the existing opportunities (Lombardo & Meier, 2007).  
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The Fourth World Conference on Women in 1995 influenced policy design in the EU, since positive action 
measures and gender mainstreaming strategies were given a central focus in policy-making thereafter 
(Lombardo & Meier, 2007; Rato et al., 2005b). Positive actions imply favouring, in case of equal merit, a 
woman over a man, in order to correct the initial disadvantage of women. Gender mainstreaming concerns 
the assessment of implications and consequences, both for men and women, of all planned activities, 
such as legislation, programmes, measures, in all the domains and at all levels. This implies 
reorganisation, improvement, development and evaluation of all planning phases in all domains. 
Before 1995, the European Union policies on gender equality targeted namely the area of the labour 
market. Only after 1995, with the shift towards gender mainstreaming and positive action, has EU gender 
policy broadened to include ‘all areas’, namely non-labour related fields, such as family policies, domestic 
violence and prostitution. Despite the shifting of the EU agenda to encompass ‘all areas’ and not only the 
labour market, policy-making has mostly consisted of ‘soft’ measures, since the EU has no direct 
competence to legislate in areas beyond the labour market (Lombardo & Meier, 2007). Moreover, the 
strategies adopted, namely positive actions and gender mainstreaming, do not have a legally binding form.  
For Lombardo and Meier (2007), ‘this lack of direct competence involves a move away from a gender 
perspective’ (p. 73) and explains the ‘soft’ character of the measures adopted, which are characterised by 
a lack of concrete objectives, economic and human resources, planned actions, specific measures or 
monitoring. For Hoskyns (as cited in Lombardo & Meier, 2007), there is a risk that gender mainstreaming 
is being misinterpreted as ‘broad and shallow’ instead of ‘narrow and deep’ policy-making. 
Since the main competence of the European Union is employment and the labour market, it has affected 
the way other gender issues have been approached (Lombardo & Meier, 2007). This has meant, for 
instance, the reorientation of family policies towards the labour market. According to Simon Duncan, 
gender equality has never been the only reason for EU policy on the reconciliation between work and 
family life. Demographic and moral concerns have traditionally been at the core of family policies. 
However, questions of employment, economic growth and competitiveness have gained ground, 
particularly given the need of a flexible workforce (Daly, 2004; Lombardo & Meier, 2007). 
While the labour market is a context in which it makes sense to discuss work-family balance policies, at 
the same time it limits ‘the possibilities of framing the issue in other directions’ (Verloo et al., 2007, p. 282). 
The policy analysis carried out by Lombardo and Meier (2007) concluded that economic concerns have 
dominated over ‘far-reaching gender equality objectives’ (p. 72) in the policies adopted by the European 
Union . 
The difficulties in framing gender issues in European and national-level policies can also be detected in 
the issue of domestic violence, which is reoriented and framed either as a human rights problem or as a 
public health problem, and not as a gender issue (Lombardo & Meier, 2007).  
Another issue in gender policies is the way a problem is framed as public or private, as well as who is 
identified as a target or actor. Women are regarded both as problem holders (e.g. as victims of violence, 
working mothers, underrepresented in politics) and as problem solvers (as denouncing their perpetrators, 
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as having to reach male numbers in politics and as both care-takers and producers), while men are not 
targeted at all. Instead of addressing the structures that produced the inequalities, it is women who are 
addressed to solve the problem, which contributes to shift the problem from the public agenda to the 
private sphere once again. The framing of gender inequality as an ‘individual responsibility’, namely 
women’s responsibility, can be disempowering (Verloo et al., 2007). 
The ‘individual responsibility’ frame is reinforced by the shift towards ‘culturalisation’ in the case of migrant 
women in the Netherlands (Roggeband & Verloo, 2007), whose lack of participation in social and political 
life is attributed to their backward misogynist culture, rather than to existing structures and barriers in the 
Dutch society. While state policies at the intersection of migration and gender equality in the Netherlands 
frame this issue as a ‘private’ cultural problem, they charge women with the responsibility for changing the 
whole migrant (Muslim) culture, as well as educating men and children. Only then will they be able to have 
equal access to public life on the same terms as Dutch women (Roggeband & Verloo, 2007; Verloo et al., 
2007). As a result, these women are identified as both the problem holders and the problem solvers, and 
in the end blamed for their problematic position. Men and the broader structures of society remain 
untargeted. This is an example of the poor and biased development of policies on intersectionality (Verloo 
et al., 2007). 
There is little policy development on intersectionality, despite the acknowledgement of its importance to 
policy-making (Lombardo & Meier, 2007; Verloo & Lombardo, 2007). Intersectionality concerns the 
multiple differences and inequalities that exist among women and opposes the conceptualisation of 
women as a homogeneous group. As analysed above (Roggeband & Verloo, 2007), policies that address 
the intersections of gender and other inequalities do not necessarily involve attention for wider gender 
inequalities, since they may even reinforce stereotyping. 
Gender equality in politics is mostly portrayed in EU documents as an increase in the representation of 
women in political institutions (Lombardo & Meier, 2007). For Verloo et al. (2007), these texts that contain 
the ‘quantitative representation of women’ frame make less references to gender experts and civil society 
actors than the smaller body of texts that focus more on power structures. Therefore, they are potentially 
less transformative. 
In the set of European national case studies analysed in Verloo (2007), no evidence was found of 
vanguard countries concerning gender equality policies. Furthermore, there were hardly patterns signalling 
an East/West or North/South divide. Lombardo and Meier (2007) also criticise that in some EU policies the 
collection of data becomes a goal in itself (Lombardo & Meier, 2007) and that gender equality issues are 
not a consequence of a coherent policy plan, but more a result of events, such as the European elections 
(Lombardo & Meier, 2007). 
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Appendix 2 Evolution of the percentage of part-time workers by sex, average 
for EU-28 and Portugal (2002-2013) 
 
 
 
Source: developed by the author based on data from Eurostat (2014a) 
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Appendix 3 Gender Inequality and Walby's Gender Regimes 
 
Walby’s (2011) notion of gender regime is helpful not only to conceptualise the interconnections between 
different forms of gender inequality and analyse them as a system, but also to understand how they vary 
at different times and in different places. Walby defined gender regimes as systems of gender relations 
and gendered institutions that are interconnected. She identified four main institutional domains: 
The economy encompasses both the domestic and unpaid economy and that part of the economy that is 
organised through markets (…). The polity includes not only conventional states and the EU, but also 
those organised religions that have the capacity to regulate importante aspects of social life, such as 
intimacy. Violence is additionally included as an institutional domain, in order to grasp the significance of 
inter-personal violence for gender relations. Civil society includes not only culture, knowledge institutions 
and the media, but also sexuality (Walby, 2011, p. 104). 
According to her, changes in gender relations in any of these four institutional domains, are likely to lead 
to changes in other domains (Walby, 2011). The nature of the gender regime also varies according to 
other regimes of inequality, e.g. class or ethnicity. ‘Gender regime’ and ‘patriarchy’ have the same 
meaning, but the phrase ‘gender regime’ is preferred by Walby because ‘patriarchy’ is often misinterpreted 
and presumed as ahistoric and essentialist. 
The most important distinction between different forms of gender regimes is that between public and 
domestic forms and, within the public form of the gender regime, between its neoliberal and its social 
democratic forms (Walby, 2011). The best example of a neoliberal country is the United States, and the 
best example of social democracy is Sweden. While in the global North this transition from the domestic to 
the public gender regime is well advanced, this is not the case in global South, where the domestic form 
still prevails. In the domestic gender regime, there are sharp gender divisions in each of the four 
institutional domains (economy, polity, violence and civil society), and processes of power are mostly 
exclusionary, since they exclude women from locations of influence and power. In the public gender 
regime, the gender divisions are less intense, so that women participate in waged employment, in 
education, in polity, and in civil society organisations. However, this may not necessarily entail that gender 
inequality is less intense, since inequalities are likely to prevail. In this gender regime, processes of power 
are predominantly segregationary, since women, while present in the public sphere, are segregated to 
positions of lesser influence and power. 
Within the public form, the neoliberal variety has higher levels levels of inequality and more shallow levels 
of democracy in comparision to the social democratic variety. In the economic domain, the social 
democratic variety is marked by: the regulation of financial and industrial capital to ensure that it serves 
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wider economic and social ends; the regulation of employment to prevent discrimination; and the provision 
of state welfare to guarantee minimally decent standards of living. In the polity, social democracy deepens 
democracy and goes beyond suffrage by being more inclusive of women in decision-making. Moreover, 
social democratic forms of the gender regime are less likely to be militarised and to deploy violence in the 
criminal justice system, while they are more likely to criminalise violence against women. In civil society, 
the social democratic variety is characterised by mutualism, while the neoliberal variety has a higher rate 
of unequal commercialisation of sexual practices, such as pornography and prostitution (Walby, 2011).   
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Appendix 4 A brief analysis of Kanter’s work 
Kanter carried out a structural, and also cultural, analysis of gender in a multinational company, and 
observed the consequences for women of the sex structuring of organisations. She observed that the vast 
majority of women are concentrated at the low end of organisational hierarchies. The few women who 
manage to climb to the top of organisations are isolated in managerial and professional levels. These 
‘token’ women are treated as symbols of their category rather than as individuals, and are stereotyped and 
criticised in ways that their male counterparts are not, since their performance becomes highly visible. 
Despite Kanter’s contributions to the understanding of gender structures in organisations, she has been 
criticised by many authors. Wahl (2011) criticises the lack of gender theory in Kanter’s work, and the way 
feminism is seen as activism. Kanter sees organisations as gender neutral, denies the importance of 
gender and reduces everything to a ‘numbers’ issue. Wahl also criticises Kanter for failing to see gender 
as related to structures and power relations in the organisations. In fact, Kanter interprets the problems 
that women have in large organisations as a result of their structural placement, i.e. either crowded at the 
bottom of the organisation or as tokens at the top. Although she recognises the presence of gender in 
organisations, the focus of her analysis is organisational structure, not gender. This analysis fails to 
account for the importance of gender differences, since it is not just numbers and structures that matter in 
organisations (Acker, 1990; Hearn & Parkin, 2003).  
An example of this is that white men in women-dominated organisations do not face the same obstacles 
as women in male-dominated organisations. In fact, they are more likely to be promoted to higher 
positions and receive positive evaluations (Acker, 1990; Smith, 2012; Williams, 1992). This is referred to in 
the literature as the ‘glass escalator’ effect (Smith, 2012; Williams, 1992; Williams, 2013). It refers to the 
gender privilege that men benefit from when they enter female occupations. According to this theory, male 
tokens in female-dominated professions do not experience the same kind of discrimination as women 
tokens in male-dominated jobs, but they benefit instead from hidden advantages in female professions 
(Williams, 1992). This confirms Williams’ (1992) idea that ‘the effects of sexism can outweigh the effects of 
tokenism when men enter non-traditional occupations’ (p. 228).  
In spite of recognising the important contribution of Kanter’s work, Wahl (2011) considers that Kanter is 
the example of the ‘token’ woman who aims to be accepted by the male majority and therefore confirms 
gender neutrality as a sign of loyalty to mainstream management. 
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Appendix 5 Participation in tourism for personal purposes (tourists as share 
of total population), 4 nights or over (2013) 
 
 
Source: Eurostat (2014c) 
 
Appendix 6 Number of establishments and number of beds by type of 
accommodation, Portugal (2012) 
 
    
  
Number of establishments Number of beds 
Hotel establishments 1788 242 657 
Holiday villages 240 53 664 
Camping and caravan sites 242 181 923 
Holiday camps and youth hostels 79 8 268 
Manor houses and country tourism, 
and tourism in rural space 
901 12 485 
Total 3250 498 997 
Source: Macedo (2013) with INE (National Institute for Statistics) data 
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Appendix 7 Number of total nights spent by non-residents by European 
country (2013) 
 
 
Hotels; holiday and other short-stay accommodation; camping grounds, recreational vehicle parks and trailer 
parks (Number) – total nights spent by non-residents 
Source: Eurostat (2014c) 
 
Appendix 8 Net occupancy rate of bed-places and bedrooms in hotels and 
similar accommodation by European country (NACE Rev. 2, I, 55.1) - monthly 
data (2013) 
 
 
Source: Eurostat (2014c)  
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Appendix 9 Monthly fluctuation of overnight stays 
 
 
 
 
Source: Macedo (2013) 
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Appendix 10 People employed by education level and tourism characteristics 
activities 
 
 
 
Source: INE (2008) 
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Appendix 11 Average gross hourly wages of employees by tourism 
characteristic activities 
 
 
 
Source: INE (2008) 
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Appendix 12 Studies on Gender and Tourism Labour, by methodology, topic and type of economy50 
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I. GENDER DIFFERENCES IN EARNINGS IN THE TOURISM SECTOR 
i) The Gender Pay Gap 
 Burgess (2000) x     x    
Juan Antonio Campos-Soria, Ortega-Aguaza, and Ropero-García 
(2009) 
x     x    
García-Pozo, Campos-Soria, Sánchez-Ollero, and Marchante-Lara 
(2012) 
x     x    
Muñoz-Bullón (2009)  x     x    
Santos and Varejão (2007) x     x    
Skalpe (2007)  x     x    
Sparrowe and Iverson (1999) x     x    
ii) Returns to Education          
 
Bañuls and Rodríguez (2005) x     x    
Bañuls and Casado-Díaz (2010) x     x    
Barros and Santos (2007) x     x    
Thrane (2008) x     x    
Thrane (2010) x     x    
II. GENDER, TOURISM HIGHER EDUCATION AND (UNDER)GRADUATE EMPLOYMENT 
 Costa, Carvalho, Caçador, and Breda (2012a) x     x    
Costa, Carvalho, Caçador, and Breda (2013) x x    x    
Costa, Caçador, Carvalho, Breda, and Costa (2013) x x    x    
Costa, Costa, Breda, Caçador, Carvalho, and Vieira (2013)  x    x    
Heller (2008) x     x    
Iverson (2000) x     x    
Koyuncu, Fiksenbaum, Burke, and Demirer (2008)  x    x    
McKercher, Williams, and Coghlan (1995) x     x    
O’Leary and Deegan (2005) x     x    
Purcell (1993) x     x    
Umbreit and Diaz (1994) x     x    
Zhong and Couch (2007) x     x    
III. GENDER INEQUALITIES AND SEGREGATION IN TOURISM LABOUR 
i) Theoretical Analyses 
 Hemmati (2000)    x    x  
Kinnaird and Hall (1996)    x    x  
Kate Purcell (1997) x       x  
Richter (2005)    x    x  
Sinclair (1997)    x    x  
ii) Macro-level analyses 
 Burrell, Manfredi, Rollin, Price, and Stead (1997)  x     x x   
Campos-Soria, Marchante-Mera, and Ropero-García (2011) x     x    
Costa, Carvalho, and Breda (2011) x     x    
Purcell (1996) x     x x   
Tamborini (2007)  x    x    
                                                          
50 Type of economy according to the International Monetary Fund (IMF) on 24th February 2015. 
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IV. GENDER INEQUALITIES AND SEXUAL HARRASSMENT IN TOURISM ORGANISATIONS 
 Ainsworth, Knox, and O'Flynn (2010) x      x   
Adkins (1991) x      x   
Hall (1993) x      x   
Bird, Lynch, and Ingram (2002) x     x    
Cave and Kilic (2010)  x     x   
Gilbert & Guerrier (1998) x     x    
Ineson, Yap, and Whiting (2013) x     x x   
Maumbe and Van Wyk (2008)  x    x    
Knox (2008)  x      x   
Holjevac (2006)   x    x x   
Jordan (1997) x       x   
Poulston (2008) x     x x   
Blomme, van Rheede, and Tromp (2010a) x     x    
Kara, Uysal, and Magnini (2012)  x    x    
V. GENDER AND TOURISM ENTREPRENEURSHIP 
 Aggelopoulos, Kamenidou, and Pavloudi (2008)  x     x    
Bensemann and Hall (2010) x      x x   
Costa, Carvalho, Caçador, and Breda (2012b)  x     x    
Castrillón, Canto, and Cantorna (2010) x     x 
 
   
Cudmore, Troshani, and McCoy (2009)   x       x 
Katongole, Ahebwa, and Kawere (2013)  x       x 
Koutsou, Notta, Samathrakis, and Partalidou (2009)  x        x 
Lindberg, Lindgren, and Packendorff (2014)    x   x   
Peeters and Ateljevic (2009)    x    x  
Petterssonn and Cassel (2014) x      x   
VI. GENDER AND WORK-FAMILY ISSUES AND INITIATIVES IN TOURISM LABOUR 
 
 Blomme, Van Rheede, and Tromp (2010b) x     x    
Doherty (2004) x      x   
Brownell (1998)    x    x  
Carvalho, Costa, and Breda (2011) x     x  x  
Deery (2008)    x    x  
Karatepe (2010)  x    x    
Magnini (2010)    x    x  
Small, Harris, Wilson, and Ateljevic (2011) x      x   
Tugores (2008) x     x    
Zhao, Qu & Giselli (2011) x     x    
Mulvaney, O’Neill, Cleveland, and Crouter (2007) x       x  
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VII. TOURISM WORK: INTERSECTIONAL, EXPLOITATION AND EMPOWERMENT PERSPECTIVES 
i) Tourism and Women’s Empowerment 
 Busby and Rendle (2000) x       x  
Adib and Guerrier (2003) x      x   
Fischer (2014)  x     x   
Hull and Milne (1998)  x        x 
Ireland (1993) x      x   
Ishii (2012)  x    x    
Long and Kindon (1997)  x    x x   
Morais, Yarnal, Dong, and Dowler (2005) x      x   
Gentry (2007)  x    x x   
Cukier, Norris, and Wall (1996)  x     x   
Cukier and Wall (1995)   x       x 
Hemmati & Marsh (1999)    x     x 
Levy & Lerch (1991)  x     x   
Tran and Walter (2014)   x       x 
Julie Scott (1997) x      x   
Swain (1993) x x      x  
O'Connor (1995) x      X   
Wilkinson and Pratiwi (1995)  x     X   
Garcia-Ramon, Canoves, and Valdovinos (1995) x     x X   
Vandegrift (2008)  X    x x   
Wilson and Ypeij (2012)  x      x  
Wilson, Gámez Vázquez, and Ivanova (2012)   x       x 
Ferguson (2010a)  x     x   
Ferguson (2010b)  x     x   
Ferguson (2011a)     x   x x  
Ferguson (2011b)  x     x   
ii) ‘Romance’ and Sex Tourism 
 Chant and Evans (2010)   x        x 
Clancy (2002)   x     x  
Herold, Garcia, and DeMoya (2001)  x     x   
Jeffreys (2003)  x  x    x  
Leheny (1995)  x      x  
Pruitt & LaFont (1993)  x    x x   
Ryan and Kinder (1996)      x    x 
Ryan and Martin (2001) x      x   
Sánchez Taylor (2001)  x    x x   
Ocha and Earth (2013)   x       x 
Muroi and Sasaki (1997) x      x   
Yea (2005) x      x   
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iii) Tourism, Crisis, Migration and Gender Roles 
 Facio, Toro-Morn, and Roschelle (2004)   x    x   
Toro-Morn, Roschelle, and Facio (2002)   x    x   
Arrington (2009)  x     x   
Scott (1995)  x        x 
VIII. WOMEN AS MANAGERS IN THE TOURISM SECTOR 
i) Women managers’ careers and career barriers 
 
Moore and Wen (2009) x     x x   
Boone et al. (2013)      x x x   
Brownell (1993a)   x     x    
Brownell (1993b) x     x    
Burke, Koyuncu, Fiksenbaum (2008)  x       x 
Kattara (2005)  x    x x   
Li and Leung (2001) x     x    
Mooney and Ryan (2009) x      x   
Ng and Pine (2003) x     x x   
Tlaiss and Kauser (2011) (analysed other industries besides 
hospitality) 
 x     x   
ii) Women managers’ success factors 
 Maxwell (1997) x      x   
Sok, Blomme, Tromp, and Van Muijen (2011) x      x   
Brownell (1994b)  x     x    
iii) Sex/Gender and Firm Performance 
 Gröschl and Arcot (2014) x     x    
Marco (2012) x     x    
iv) Discrimination and sexual harassment 
 Gregg and Johnson (1990) x     x    
Woods and Kavanaugh (1994) x     x    
v) Similarities and differences between women and men as managers 
 Fatima, Imran, and Awan (2011)  x    x    
Brownell (1994a)      x    x 
Kara (2012)   x    x    
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Appendix 13 Literature on the Gender Differences in Earnings in the Tourism 
Sector 
(D) dependent variable, (I) independent variable 
Author(s) Setting Year Unit of analysis Main variables Statistical 
methods 
STUDIES ON THE GENDER PAY GAP 
Muñoz-Bullón (2009) Spain 1998-2003 Tourism employees (D) Earnings 
(I) type of contract, age, being immigrant, job 
tenure, subsector of employment in tourism, firm 
size, qualification group.  
Oaxaca 
Santos and Varejão 
(2007) 
Portugal 2000 Hotel and restaurant 
employees 
(D) Hourly wage 
(I) Years of education, work experience, 
occupation, region 
Oaxaca-Blinder 
decomposition 
Campos-Soria et al. 
(2009) 
Spain 2000 Hotel and restaurant 
employees 
(D) Hourly wage (log) 
(I) Human capital (years of formal education; 
tenure in the firm); company size; job 
characteristics; industrial segregation; 
establishment segregation; horizontal and vertical 
segregation 
Equations of 
Oaxaca, 
Reimers, Cotton 
and Neumark 
García-Pozo et al. 
(2012) 
Spain 2006 Tourism employees (only abstract available) it is only stated that the 
following variables were used: earnings, 
education and region 
Mincer’s 
regression 
model; Oaxaca-
Blinder 
decomposition 
Skalpe (2007) Norway 1999-2001 CEOs in tourism and 
manufacturing firms 
(D) CEO compensation (salaries, bonuses, 
incentives 
(I) Gender, age, firm size, urban/rural location, 
industry category (manufacturing/ industry),  
Ordinary Least 
Square 
regression 
Burgess (2000) UK Not stated Members of the British 
Association of Hospitality 
Accountants (hotel 
financial controllers) 
(D) Salaries 
(I) Gender, accounting type, qualifications 
Descriptive 
statistics 
Sparrowe and 
Iverson (1999) 
USA 1992 Hospitality workers (D) Income 
(I) Gender, 
proportion of women in the occupation, bachelor’s 
degree, hours worked 
Ordinary Least 
Square 
regression 
STUDIES ON RETURNS TO EDUCATION/ INFLUENCE OF EDUCATION VARIABLES ON EARNINGS 
Thrane (2008) Norway 1994-2002 Tourism employees (D) Earnings 
(I) Gender, human capital (level of education, 
years of schooling, work experience) and socio-
demographic variables (parenthood, marriage…) 
Mincer’s 
regression 
model 
Thrane (2010) Norway 2003 Tourism employees (D) Earnings 
(I) Years of education (model 1); level of 
completed education (model 2) 
Regression 
models 
Bañuls and 
Rodríguez (2005) 
Spain 1999-2003 Tourism employees (D) Earnings 
(I) level of education, years of work experience 
Mincer’s 
regression 
model 
Bañuls and Casado-
Díaz (2010) 
Spain 1999-2003 Tourism employees (D) Earnings 
(I) years of education, years of work experience 
Mincer’s 
regression 
model 
Barros and Santos 
(2007) 
Portugal 2003 Hotel managers (D) Earnings (log) 
(I) Years of education, experience, hotel size, 
gender, foreigner/ national, being a partner of the 
company, hotel belongs to a group, region 
Mincer’s 
regression 
model 
Source: developed by the author
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Appendix 14 Literature on Gender, Tourism Higher Education and 
(Under)graduate Employment 
 
Most of these studies focus on tourism graduates’ early experiences in the labour market: 
  McKercher et al. (1995) analysed the early career progress of recent graduates in Australia, pointing 
out that it is only three or four years after graduation that women begin to earn relatively less than 
men;  
 O’Leary and Deegan (2005) studied the career progression of Irish graduates over a five-year period 
and observed a particularly significant drop-out rate from the tourism/hospitality industry particularly 
among women. The major issues identified in tourism/hospitality employment were: poor 
remuneration; unsuitable working hours; and incompatibility with family life; 
 Costa et al. (2012a) analysed graduates’ employment situation and compared it with students’ 
expectations towards the labour market,51 and concluded that male graduates have better jobs than 
female graduates. They also observed that the reality in the tourism/ hospitality labour market is far 
from corresponding to students’ expectations concerning the labour market; 
 Costa et al. (2013) using the same dataset compared the career paths of male and female graduates 
in Portugal and Brazil in relation to a set of key variables (e.g. situation in employment; remuneration; 
hierarchical positions); 
 Costa et al. (2013), still with the same empirical data, investigated the influence of higher education-
related variables on the career paths of tourism graduates in Portugal and Brazil, while taking into 
account gender differences. Their findings suggest that signs of gender inequalities are more 
attenuated among postgraduates as compared to graduates. 
 Purcell (1993) analysed young graduates and the similarities and differences in men and women’s 
employment orientations, as well as their transitions from education to employment and early career 
experiences;  
 Heller (2008) examined the transitions of tourism alumni to the tourism labour market and to other 
labour markets;  
 Finally, Blomme, Van Rheed and Tromp52 studied the relation between graduates' intention to leave 
the tourism industry and the psychological contract (Blomme et al., 2010a), as well as work-family 
balance (Blomme et al., 2010b). Psychological contract is defined by the authors as 'the individual’s 
perception of his obligations towards the organization and perceptions of how well the organization’s 
obligations have been fulfilled. The lack of fulfilment of aspects of the psychological contract will lead 
                                                          
51 Costa et al. (2012b) also analysed tourism graduates, but since they focused on graduates’ entrepreneurial activity, this study is 
included in the theme ‘Gender and entrepreneurship’. 
52 In the summary table, these studies were included under other topics, but they could have been included in the group of studies 
analysed in this section as well. Therefore, the researcher decided to provide a brief reference to these studies here. 
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to a violation of the contract, with a change in attitudes and in behaviour as a consequence' 
(Rousseau, 1989, as cited in Blomme et al., 2010a, p. 146). Leaving the organisation might be one of 
these consequences. Blomme et al. (2010a) concluded that even neutral or slightly positive attitudes 
were associated with high turnover intentions. This means that expectations among tourism graduates 
are rather high and the slight violations of such expectations is what makes them consider leaving the 
organisation. Challenging, comprehensive and diverse work was the most significant predictor of the 
intention to leave, followed by promotion opportunities and salary. 
 
Other studies analysed tourism students’ perceptions and expectations concerning the labour market. Iverson 
(2000) examined gender differences in wage expectations among students majoring in hospitality management. 
Women had lower pay expectations both at career entry and career peak. Women also expected to take time 
off during their careers for childrearing purposes and to accommodate the job to family life, which partly 
explains their lower expectations. Moreover, women also gave more importance to their relationship in the 
workplace than to the status of their positions. Psychological empowerment also influenced pay expectations at 
career peak, particularly for men. Men who feel highly empowered expect to make almost twice as much as the 
remaining men. In the case of highly empowered women, there is only a comparatively small increase. 
Zhong and Couch (2007) examined student’s perceptions of the factors that either contribute to or constrain 
women’s career progression. The authors concluded that women mention more equity-related obstacles (e.g. 
lack of equity in pay, the old-boy network and lack of equity in promotion decisions), while men mention more 
family-related obstacles (e.g. child care responsibilities, being a single parent) and inadequate job knowledge. 
These results are in accordance with other studies (Brownell, 1994b), which reported that women viewed family 
issues as a less of a barrier than their male counterparts did. Koyuncu et al. (2008) analysed students’ 
commitment to careers in the hospitality industry. The authors concluded that female students are more 
committed to careers in the industry, as well as students in the earlier years of their programmes, students with 
less experience and students reporting higher levels of engagement and lower levels of burnout.  
Most of these studies which concentrate on tourism graduates’ experiences in the labour market concluded that 
there is a sharp contrast between working conditions in the tourism sector and the high expectations raised by 
students during the degree. There is a lack of promotion opportunities within the industry, high labour turnover 
and waste of qualified human resources. Even jobs obtained by tourism graduates tend to be low-paid and 
schedules are difficult to conciliate with family life, which might be the reason for the high dropout rate from the 
tourism industry among women (McKercher et al., 1995; O’Leary & Deegan, 2005). Costa et al. (2012a) also 
concluded that having children had a much greater impact on female graduates’ careers and choices than on 
male graduates’53. Female graduates seem to have more difficulties than men in finding suitable jobs and 
                                                          
53 If women with children are compared with childless women, it can be concluded that having children made women less willing to 
become entrepreneurs (decrease from 75.8% to 62.6%), while this tendency was attenuated for men (from 76.8% to 70.4%). The 
proportion of women who expressed the desire to hold leadership positions decreased from 76.7% for childless women to 67.2% for 
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reaching leadership positions, besides earning lower salaries. In fact, a wide pay gap was detected between 
male and female tourism graduates in Portugal (16.8%), since men’s average salary was €1068.63, while 
women’s average salary was €889.59 (Costa et al., 2012a). Regardless of the fact that women expected lower 
salaries than men did, the real gender gap in salaries was much wider than the gender gap in expectations. 
There was also a great gap between the salary expected by students and the one actually earned by graduates, 
which were much lower (Costa et al., 2012a). Moreover, high mobility to other countries is also demanded from 
many of those who want to advance in their careers (O’Leary & Deegan, 2005). These conditions might lead to 
disenchantment about work in the tourism field, leading to high levels of labour turnover among graduates 
(Kelley-Patterson & George, 2001; O’Leary & Deegan, 2005). 
Moreover, despite the increase in women’s participation in tourism higher education, a proportional increase in 
women’s presence in top-level positions has not been observed (Zhong & Couch, 2007). According to Costa et 
al. (2012a), vertical segregation was very sharp among tourism graduates in Portugal, since a much greater 
percentage of men fulfilled leadership roles (29.4% against 14.8%); however, this gap does not seem to be 
justifiable by a difference between women and men’s preference for these positions (82.7% of men against 
74.8% of women). Even though more men than women aimed to become leaders, the disparity between men 
and women’s willingness to have such a role was not nearly as high as the disparity observed between the 
actual number of male and female leaders. This suggests that it is either due to the labour market, 
discrimination or other kinds of constraints that the gap in upper-management is observable. 
  
                                                                                                                                                                                  
women with children. This tendency was reversed in the case of men, since those who desired to be in leadership increased from 79.3% 
to 90.9% when they had children (Costa et al., 2012a). 
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Appendix 15 Literature on Gender Inequalities and Sexual Harassment in Tourism 
Organisations 
 
Studies on gender inequalities in the labour market with case-study and organisational-level approaches have 
used both quantitative and qualitative methodologies. Most of these studies focus on gender segregation in 
tourism organisations. Accommodation has been the sector most commonly analysed, namely in the context of 
emerging and developing economies, e.g. Turkey (Cave & Kilic, 2010), South Africa (Maumbe & Van Wyk, 
2008) and Croatia (Holjevac, 2006). However, several studies were also carried out in advanced economies 
(Bird et al., 2002; Jordan, 1997; Knox, 2008). The aims are to assess women’s employment in the sector 
(Holjevac, 2006; Maumbe & Van Wyk, 2008), employment flexibility (Bird et al., 2002), as well as horizontal and 
vertical segregation (Cave & Kilic, 2010; Jordan, 1997).  
Cave and Kilic (2010), Bird et al. (2002) and Maumbe and Van Wyk (2008) applied questionnaires to managers 
and employees working in accommodation. While the works of Bird et al. (2002) and Maumbe and Van Wyk 
(2008) are strictly quantitative, Cave and Kilic’s study involved unstructured interviews, as well as open 
questions in the questionnaire applied. While Cave and Kilic (2010) concluded that there is a sharp horizontal 
and vertical segregation, underpinned by strong sociocultural barriers and traditional gender roles, Maumbe and 
Van Wyk (2008) did not identify significant gender differences on employee qualifications or income, but found 
several race-based differences54. Holjevac (2006) analysed Croatian national statistics and developed a case 
study with a hotel company. Jordan (1997) concluded that the tourism organisations analysed reproduced job 
segregation, namely through the informality of internal recruitment systems. However, evidence suggests that 
the use of equal opportunities policies might provide a possible means of resistance to segregation. Knox 
(2008) did a qualitative case study in Australian luxury hotels in order to analyse patterns of gender segregation 
in this industry. The results of the study revealed marked and persistent patterns of gender segregation and 
lack of progress in this field. 
Ainsworth et al. (2010) examined affirmative action programmes of Australian private sector organisations with 
100 or more employees. The aim was to analyse management explanations of the gendered nature of these 
organisations, and the way managers problematise and challenge gender. They concluded that there has been 
a change in management discourses about the gendered nature of their organisations. 
Ineson et al. (2013) and Poulston (2008) examined sexual discrimination and harassment in the hospitality 
industry. Ineson et al. (2013) surveyed hospitality management students after their internships. They concluded 
that a minority of these students reported sexual discrimination and sexual harassment at work. The 
perpetrators were all males, and the victims were both male and female. The authors also observed a lack of 
appropriate actions taken in response to these situations of harassment and discrimination. Poulston (2008) 
                                                          
54 Eighty-four individuals were surveyed. When samples are relatively small, differences that are not very marked tend not to be 
considered statistically significant. 
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examined the tradition of sexual harassment in the industry and concluded that several factors aggravate its 
occurrence in hospitality, namely the characteristics of work, the typical profile of the employees, customer’s 
lack of responsibility, as well as hierarchical structures.  
Kara et al. (2012) focused on the analysis of satisfaction of tourism workers, and out that fairness and equity in 
salary and wages seem to be effective tools to improve the job satisfaction of male and female employees.  
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Appendix 16 Literature on Gender and Tourism Entrepreneurship  
Entrepreneurship is usually seen as a masculine activity (Peeters & Ateljevic, 2009), and men are more likely to 
be involved in entrepreneurial activity than women in most countries (Allen et al., 2008). Literature on women’s 
entrepreneurship in tourism is scant. Entrepreneurship is sometimes mentioned in literature about women’s 
employment opportunities in the tourism sector as one of these opportunities, but the discussions do not usually 
expand on this opportunity. Most studies on women’s entrepreneurship in the tourism sector study women 
entrepreneurs in positions that can be considered as an extension of their traditional domestic roles, e.g. in 
small lodging units (Lynch, 1998; Harris et al., 2007; Li, 2003, cited in Peeters and Ateljevic, 2009), as well as in 
rural or agro-tourism (Aggelopoulos et al., 2008; Bensemann & Hall, 2010; Castrillón et al., 2010; Koutsou et al., 
2009; Petterssonn & Cassel, 2014). Below a brief overview of some of these studies is provided: 
 Aggelopoulos et al. (2008) investigated agro-tourism in Greece; 
 Koutsou et al. (2009) analysed the differences between women entrepreneurs and their businesses 
according to their type of agro-tourism business (private or cooperative); 
 Petterssonn and Cassel (2014) investigated how gender is done in farm tourism businesses in 
Sweden. They conclude that women’s identification as entrepreneurs somewhat challenges how 
gender is done, but the way women construct themselves as entrepreneurs and develop their products 
reinforces an image of rural domesticity, since these women represent themselves as ‘traditional farm 
women’;  
 Bensemann and Hall (2010) concluded that many of the copreneurs55 in rural tourism in New Zealand 
run their businesses as a hobby. They are to a great extent motivated by non-economic and lifestyle 
motivations. Gender ideology persists in that entrepreneurship does not necessarily free women from 
their traditional gender roles. In fact, the way copreneurial couples run their accommodation 
businesses mirrors the traditional division of gender roles in the private sphere; 
 Katongole et al. (2013) analysed enterprise success and personality traits of women who own small 
scale tourism businesses in Uganda; 
 Castrillón et al. (2010) found out that there is a significant relation between gender and perception of 
business success among rural tourism entrepreneurs in Galicia. Contrarily to most literature on gender 
and entrepreneurship, this study revealed that women perceive their own business as more successful 
than men do; 
 Cudmore, Troshani, and McCoy (2009) reflected on the importance of tourism for Albania and how it 
can empower women through entrepreneurship; 
 Beedle, Kline, Cardenas, Byrd, and Schneider (2013) examined literature on residents’ attitudes 
towards women’s business; 
                                                          
55 ‘Copreneurs are couples who share ownership, commitment and responsibility for a business together’ (Castrillón et al., 2010, p. 228). 
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 Lindberg et al. (2014) described how the Quadruple Helix model can be a way of bridging the gender 
gap in entrepreneurship, as it adds NGOs to Triple Helix innovation system models; 
 Costa et al. (2012b) studied the entrepreneurial profile of tourism graduates in Portugal, concluding 
that there are more male than female entrepreneurs in the sample analysed, albeit the proportion of 
men and women willing to start their own business was very similar. The authors use the concepts 
‘necessity’ and ‘opportunity’ entrepreneurship to compare male and female tourism graduates’ profile. 
‘Necessity entrepreneurship’ is the result of lack of employment opportunities, while ‘opportunity 
entrepreneurship’ stems from the desire to grasp business opportunities. Opportunity entrepreneurship 
is more significant among men, while women prevail among necessity entrepreneurs. Being an 
opportunity entrepreneur is associated with earning higher salaries, as well as with having pursued 
post-graduation degrees. The authors also concluded that necessity entrepreneurship decreases 
among men with children, while the opposite is verified among women. 
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Appendix 17 Literature on Gender and Work-family Issues and Initiatives in the 
Tourism Sector 
 
Work-family balance issues in the tourism industry  
Judi Brownell (1998) carried out a literature review about how men and women strike a balance between work 
and family life in the hospitality industry. The author identified several challenges that are specific of the 
hospitality workforce: ‘emotional labour’; long and irregular working hours; stress; low wages; the strong 
preference for face time (‘presenteeism’); the ‘sexualised’ nature of the work; the ‘informal networks which 
create obstacles to women; and the fact that promotions frequently require relocation. Judi Brownell (1998) 
mentions trends that affect work and family, such as globalisation, and the necessity to relocate to a foreign 
environment or the increasing diversity in family patterns, with more single-parent households, as well as more 
men wishing to spend more time with the family and also reporting job conflict. But there are also trends that 
can have a positive effect on work-family balance, namely technological advances, which might play a role in 
organisational flexibility.  
For Brownell, work-family issues can have a negative impact on organisations, but for her this can be in part 
counteracted by measures that support work-family balance. However, she underlines that there are key 
concerns regarding the bottom line impact of such measures, particularly if there is no accompanying change in 
the management philosophy or no involvement at the management level. Such programmes can often be 
criticised by the lack of a holistic approach. Martin (1988, as cited in Brownell, 1998) described the majority of 
such change efforts as ‘piecemeal’. At the end of the article, Brownell (1998) proposes a partnership between 
educators and hospitality leaders. A change process towards flexibility, open-mindedness, and an improved 
work-family balance might add a competitive edge to the organisation and boost its performance (Brownell, 
1998). 
Magnini (2010) carried a literature review on the consequences of work-family conflict in hospitality firms. 
Besides explaining its negative consequences, he also proposed a series of measure for reducing the clash 
between work and family lives. Work-family conflict is bidirectional, since work-related issues can cause strain 
at home, and family issues can have a negative influence on work performance. Its bidirectional nature can 
spawn a spiral-type escalation of the conflict. The author mentions the subdivision of work-family conflict in 
three categories presented by Green and Beutell (1985, as cited in Magnini, 2010): time-based, strain-based 
and behaviour-based56. Some of the consequences of work-family conflict on the hospitality firm are the 
                                                          
56 Explanation of the three categories of work-family conflict, as cited in Magnini (2010, p. 122):‘Time-based conflict occurs when time 
devoted to one role makes it difficult to participate in another role (Greenhaus & Beutell, 1985). In other words, the demands of work and 
family compete for a finite amount of an individual’s time. (…)Strain-based conflict, on the other hand, occurs when strain generated in 
one role intrudes into and impedes successful participation in another role (Greenhaus & Beutell, 1985). For example, marital turmoil is 
sometimes correlated with decreased productivity at work (Forthofer, Markman, Cox, Stanley, & Kessler, 1996). Conversely, strain at 
work can interfere with family life. For instance, a hotel or restaurant manager can arrive at home somentally exhausted that it is difficult 
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following: job dissatisfaction, which can also affect the customers’ satisfaction and retention; higher turnover 
rates and the associated costs of recruiting and training new staff; lateness, absenteeism and depression; 
‘presenteeism’, i.e. being physical present but having a lack of psychological availability at work (Cooper & 
Williams,1994 and Hall & Parker, 1993, as cited in Magnini, 2010). 
Tugores (2008) examined the distribution of paid and unpaid work of men and women in the Balearic hotel 
industry. The author ran a regression analysis and concluded that women devote more hours than men to 
unpaid work at home. Women have a shorter paid working week, as they replace paid work with unpaid work. 
However, this aspect alone is not enough to justify women’s greater participation in unpaid work, and this reality 
can only be attributed to lingering differences in gender social roles. Higher levels of education seem to mitigate 
this reality, but the hotel industry is characterised by the low levels of education of its workforce. 
Blomme et al. (2010b) investigated the relation between workplace flexibility, organisational support, work-
family conflict and the intention to leave among male and female employees with hospitality degrees. For men, 
work-family conflict was explained by lack of organisational support, while for women work-family conflict could 
be explained both by dissatisfaction with workplace flexibility and lack of organisational support. This study 
suggests that it is important to maintain a good organisational climate and offer the possibility of flexible work 
hours in order to improve the balance between work and family, so that highly educated staff is retained. 
Small et al. (2011) is a collective memory-work of how four female tourism academics try to achieve work-life 
balance. They criticise the neoliberalist values of academic performance, achievement and competitiveness.  
 
Work-family policies 
Maxwell (2005, as cited in Deery, 2008) suggested the key role that managers can play in initiating and 
implementing work-life balance policies in the companies. A number of authors have pointed out that these 
measures not only address work-life balance issues, but also contribute to the retention of employees. 
However, for Doherty (2004, as cited in Deery, 2008) a strong equal opportunities approach can be problematic 
if it reinforces the differences between men and women in terms of working preferences and needs, instead of 
providing both male and female managers with more balanced lifestyles. 
Deery (2008) carried out an extensive literature review on employee turnover within the hospitality and tourism 
industry with the aim of providing a theoretical and practical framework to develop strategies to reduce 
employee turnover. Deery gave special focus to the importance of work-life balance. This paper provides 
several recommendations to both governments and organisations, e.g. legislation on maximum and minimum 
working hours, good role models at work, flexible working arrangements, family-friendly work policies, as well as 
                                                                                                                                                                                  
to substantively interact with family members. (…); behavior-based conflict can exist when specific behaviors mandated by one role are 
incompatible with the behavioral norms of another role (Greenhaus & Beutall, 1985). (…) a manager who treats his or her family 
members like employees will likely experience behavior-based conflict (Carlson et al., 2003).’ 
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good training opportunities. The author suggests a set of measures to assist in workers’ work-life balance and 
to avoid labour turnover (p. 804): 
 ‘providing flexible working hours such as roistered days off and family friendly starting and finishing times; 
 allowing flexible work arrangements such as job sharing and working at home; 
 providing training opportunities during work time; 
 providing adequate resources for staff so that they can undertake their jobs properly; 
 determining correct staffing levels so that staff are not overloaded; 
 allowing adequate breaks during the working day; 
 having provision for various types of leave such as carer’s leave and “time-out” sabbatical types of leave; 
 rewarding staff for completing their tasks, not merely for presenteeism; 
 staff functions that involve families; 
 providing, if possible, health and well-being opportunities such as access to gymnasiums or at least time to 
exercise; and 
 encouraging sound management practices.’ 
 
The strategies proposed by Magnini (2010) to reduce work-family conflict are the following: warn job candidates 
about the nature of the work, namely about aspects that may increase the strain between work and family roles; 
provide training about coping styles or the correlation between fitness, mental performance and reduction of 
anxiety, as well as training sessions for managers on how to deal with employees’ work-family conflict; offer 
employees a ‘voice; discuss with employees measures that cost the firm’s money (e.g. in-house childcare), so 
that the most useful measure can be prioritised; and/or allow for more flexibility in scheduling, adapting it to 
each one’s individual needs when possible. 
Karatepe (2010) aimed to develop a conceptual model in order to investigate the effects of work-family conflict, 
family-work conflict, work-family facilitation, and family-work facilitation on exhaustion. A questionnaire was 
administered to full-time frontline employees of four- and five-star hotels in Albania. The author concluded that 
both work-family conflict and family-work conflict increase exhaustion, but that work social support can 
moderate this relationship, since more work-family facilitation leads to less exhaustion. Hence, hotel managers 
in Albania should benefit from establishing an environment that supports work-family balance. Some of the 
measures suggested by Karatepe are paid family care, in-house childcare services and flexible work schedules. 
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Appendix 18 Literature on Intersectional, Exploitation and Empowerment 
Perspectives on Tourism Work  
 
Several studies recognise that tourism brings economic benefits to women, but they also stress that these are 
not accompanied by a redress of gender roles and power relations. To O'Connor (1995), the under-
representation of women in structures promoting tourism reflects patriarchal control. According to Garcia-
Ramon et al. (1995), rural tourism has enabled women to derive some income from involvement in tourism, but 
it is not enough to make them independent. Involvement of women in farm tourism in Galicia and Catalonia, 
Spain, has contributed to perpetuate the ‘invisibility’ of their work, instead of professionalising it (Garcia-Ramon 
et al., 1995).  
Cukier and Wall (1995) and Cukier et al. (1996) also maintained that while tourism has provided both women 
and men with more occupational choices, access to tourism employment is still shaped by gender inequalities in 
Bali. Moreover, women are still expected to carry out their traditional roles at home and in the community. 
Margaret Swain (1993) stated that indigenous Kuna and Sani women producers of ethnic arts were able to 
increase their power within the household but not within the wider state society or the market. As a result, 
patriarchy and ethnical stratification persisted. Despite gaining some economic empowerment, Sani women 
were commoditised by the Chinese government, which used their image to promote tourism activity (Swain, 
1993). Samarasuriya (cited in Kinnaird & Hall, 1996) pointed out that female owners of guest-houses or 
restaurants did not increase their status, due to the lack of value attributed to women’s work.  
Although traditionally women have had economic independence in the informal sector in Bali, Women in 
Development (WID) approaches in the country, which the Long and Kindon (1997) consider Eurocentric and 
economically biased, have sought to accommodate Balinese women to the formal economy. However, the 
authors advocate that this type of work is not likely to empower women, since they only perform socially 
acceptable work and their lack of formal education limits their advancement. Racial divisions also influence the 
distribution of jobs in foreign-owned hotels, since higher paid and higher status positions are filled by outsiders. 
Although they obtain significant additional earnings and some recognition in small tourism enterprises, they still 
lack control over the allocation of household income. They have not increased their power in decision-making at 
levels higher than the household either. They are denied access to positions of authority, while still being 
expected to be responsible for the household. The authors conclude that cultural preservation might be 
inconsistent with gender equality (Long & Kindon, 1997).  
 
The intersection of gender and ethnicity might also lead to different consequences for women from different 
origins. Vandegrift (2008) analysed the survival strategies of First World, Nicaraguan and Costa Rican women 
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in the tourism sector in Puerto Viejo, Costa Rica. Women whose cultural production was more valued (Costa 
Rican) or accumulated more human capital (First World women) were more advantaged than Nicaraguan 
women, who were seen as cheap workers. However, cultural prejudice and gendering processes limited 
women’s access to desirable jobs. Moreover, all women received low wages and did not have labour protection. 
The scarcity of childcare options and the accumulation of dual responsibilities also truncated working mother’s 
options in the labour market. Adib and Guerrier (2003) also analysed how gender is interlocked with other 
factors such as class, ethnicity, race, nationality. They explored the narratives of women working in hotels in the 
UK. 
Scott (1995, 1997) proposed an intersectional perspective on how sexuality determined women’s labour supply 
in the accommodation sector in Northern Cyprus, as well as shaped different gender roles for women of 
different races. Migrant women were primarily employed in those occupations that were considered ‘unsuitable’ 
for local women (e.g. work in casinos), because they were confronted with different expectations concerning 
their roles in society. Such racial divisions reinforced traditional gender norms in Cyprus, but they 
simultaneously made it easier for Turkish Cypriot women to enter other types of tourism employment from 
which they had traditionally been excluded, e.g. in large hotels. While in family-based guest houses patriarchal 
relations dominate, with men carrying out social and business contacts, and women doing tasks such as 
cleaning and cooking, large hotels provide women with more alternatives of employment, even if some 
occupations are still not considered appropriate for Turkish Cypriot women.  
Tran and Walter (2014) researched women’s participation in a community-based ecotourism project in Northern 
Vietnam. They concluded that women were empowered to some degree, namely due to a better income, more 
self-confidence and new leadership roles for women. Nevertheless, some inequalities remained unresolved, 
namely social class inequalities, childcare and violence against women. 
T. D. Wilson et al. (2012) studied the involvement of women vendors on the beach and marina of Cabo San 
Lucas, Mexico. While the involvement in informal economy provides women with some income to attenuate 
poverty, as well as a greater say in their household and communities, its potential for a real empowerment of 
women is limited. Women are marginalised due to their low incomes and lack of social security. Moreover, their 
lack of access to education makes it harder for them to find employment in the formal sector. Finally, they also 
have to face the racism directed at indigenous people. 
The growing focus on tourism as a development strategy, namely in the reduction of poverty, has had a great 
impact in Central America. Tourism can bring economic diversification, a balance of payments, more jobs and 
more entrepreneurship. The tourism development project in Central America has two key strands that often 
conflict: the promotion of private sector (foreign) investment, and the achievement of poverty reduction goals. 
The study of Lucy Ferguson (2010) is mostly concerned with the implications of tourism development policy for 
women. In the three communities analysed in Costa Rica, Belize and Honduras, the women interviewed stated 
that tourism had widened their horizons because it enabled them to interact with men and women from diverse 
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social backgrounds. Many also felt more autonomous after their integration in the tourism workforce. However, 
the tourism sector in these communities is still a male-dominated industry, and the best jobs are held by men, 
even if some women managed to become more independent economically. Women mostly fill low-paid and low-
skilled jobs, which demand increasing time flexibility but offer little prospects for social mobility. Indigenous 
women are even more limited due to illiteracy or lack of business experience. While some women might benefit 
from tourism development, it seems to have contributed little to redress inequalities based around gender, 
ethnicity or nationality (Ferguson, 2010b). Levy and Lerch (1991) concluded that female tourism workers in 
Barbados, West Indies, tend to be in less stable, lower-paid and lower-level jobs. 
 In another study, Ferguson (2010a) explored the meanings and interpretation of ‘gender’ in policy-making at 
different levels: global (World Bank), national (Honduras, a pilot country for World Bank tourism microenterprise 
funding) and local (World Bank microenterprise development plan in Copán, Honduras). The study concluded 
that in World Bank’s policies ‘gender’ is used as a synonym for women, conforming to Women in Development 
(WID) notions about the participation of women in economic development. The author analysed how 
contradictory interpretations of ‘gender’ impacted negatively the outcomes of the project, namely the goal of 
integrating indigenous women into the process of tourism development. Several barriers to the success of these 
women’s were identified, namely lack of support and training to women, intense competition from more 
established markets and the fact that women could only be integrated in tourism development in two 
‘acceptable’ ways, namely in the home/community or producing some types of products to tourists. The author 
advocates a more radical feminist approach to policy-making. 
Ferguson (2011b) analysed through qualitative research social relations of consumption in two rural 
communities in Central America. Tourism is the main source of income in these regions and it is through 
tourism that these communities have been inserted in the global economy. The paper analyses how changes in 
relations of consumption have reconfigured inequalities. New consumption patterns challenged traditional 
gendered power relations within the household, namely to an increase in autonomy and equality within the 
household of certain groups of women. Yet, inequalities between households and different social groups have 
been intensified. In contrast to expatriate and middle-class women, the majority of working female (but also 
male) villagers experience a reinforcement of the economic inequalities. The rising in food and service prices as 
a consequence of the tourism activity is also mentioned.  
Influenced by feminist and/or anthropology research, Ferguson (2011a) stresses that analysis of gender issues 
in tourism must move beyond the analysis of mere ‘economic empowerment’, and that a critical approach to 
gender roles in the context of tourism-related activity should be adopted. Therefore, she analysed the claim that 
tourism can contribute to the Third Millennium Development Goal by setting out the tensions between feminist 
visions of development and tourism development policy, namely in the World Tourism Organisation and the 
World Bank. Ferguson concluded that tourism development policies have a limited understanding of women’s 
empowerment as mere economic empowerment, which, albeit important, may not lead automatically to more 
equal power relations. Tourism might even fuel gender-bias in the society. 
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Dunn (2007) analysed a community-based tourism project in a rural Thai community and concluded that while 
these projects have promoted women's empowerment, they could have been more successful if a gender 
analysis assessment had been included throughout the process. 
The UNIFEM report on work, gender and tourism in Central America concluded that gender inequalities 
prevailed in tourism, as well as in the remaining economic sectors (Renzi, 2009). The mere existence of tourism 
as an economic activity is not enough to empower women without further public policies. The economic 
outcomes of many types of tourism only guarantee the mere subsistence of women and their families. In 
addition, women have restricted access to other types of tourism which are more profitable (e.g. adventure and 
ecotourism). The report also concludes that women seem to have better employment conditions in the large 
hotels and resorts, even if these establishments have more limited impacts in local and national development 
due to leakage of profit. One of the interviewees mentioned several gendered consequences of tourism: women 
are hired for ‘typically female’ areas which are underpaid and undervalued. The jobs created are mostly for men 
from the outside, e.g. in construction. Moreover, tourism increases the cost of life and generates the conditions 
for the growth of sex work. This report also puts forward a number of public policies to promote gender equality 
and tourism as a tool for human development (Renzi, 2009, see p. 131). 
The Global Report on Women in Tourism recognises the potential of tourism for the empowerment of women in 
developing countries, while recognising that not all women benefit equally from tourism development (UNWTO, 
2011). In fact, in some regions tourism has negative consequences to women’s life and it perpetuates economic 
and gender inequalities. Much of the existing informal employment is in tourism-related work. While informal 
employment can provide economic benefits to women, it can fail to provide economic or social empowerment 
by reinforcing the traditional gendered divisions of labour within the household or community (UNWTO, 2011). 
The exploitation through tourism can take different forms, such as poor wages, dangerous working conditions, 
sexual harassment, prostitution, slavery and human trafficking. A substantial amount of women are working as 
‘contributing family workers’ (UNWTO, 2011). 
However, in some cases tourism work offers new roles for women in their communities and brings some 
opportunities for empowerment. Hull and Milne (1998) observed that women in the Lower North Shore of 
Quebec were not only profiting from tourism, but also assuming new roles in order to benefit from tourism 
growth in the region. Pratiwi (1994) concluded that tourism has impacted gender roles and relations especially 
amongst the lower-class locals in Pangandaran, Indonesia. For Wilkinson and Pratiwi (1995), lower-class 
women have been slightly more empowered due to involvement in self-employment in the informal sector, 
which has increased somewhat their economic independence.  
Ireland (1993) approached the issue of class intertwined with gender. In the Sennen parish in the UK there is an 
inverse relationship between perceived social distance and actual physical distance, i.e. the over-identification 
of guest women with the host in the post-war has led to the destruction of the deferential relationship between 
host and guest, as well as increased physical distance. 
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Some studies have also reflected if involvement in tourism work has influenced women’s empowerment at 
home. Women’s work in tourism has implications for women’s status, household structure and survival in 
Mexico and Philippines (Sylvia Chant, 1997). The income obtained by women is regarded as a supplement of 
their husbands’ breadwinner salary, and the dominant position of men within the household is not challenged. In 
Puerto Vallarta in Mexico women fill sex-typed positions, since managers seek women for specific jobs which 
are associated with their traditional domestic responsibilities. The segmentation of employment is also a way for 
employers to control or minimise sexual and emotional liaisons between staff. In Cebu, Philippines, women 
work in a wider range of occupations. This different segmentation of the employment structure is a result of a 
more equal participation of men and women in household tasks. In Mexico women’s earnings have contributed 
to a more egalitarian relationship with men and, in certain cases, women have become independent from their 
male partners. As to Filipino women, they do not tend to leave their husbands even if they are unhappy in the 
relationship. The additional income obtained by women in both countries can provide them with higher status 
and a more privileged negotiating position within the household. Still, not all Mexican and Filipino women can 
exercise control over expenditure from their earnings. It should also be noted that these women have a very 
heavy workload (Chant, 1997). 
For Gentry (2007), while tourism employment is exploiting the traditional sex-based segregation, 
‘housewifisation’ of labour and low wages, it is also challenging the norms within the household and increasing 
women’s decision-making, social interaction, autonomy and ownership.  
Busby and Rendle (2000) also pointed out the potential of farm tourism to challenge the power relation between 
husband and wife; however, the direction of this change is unclear. According to Morais et al. (2005) ethnic 
tourism not only increased the income sources of families, but also enabled Bai women in Yunnan to contribute 
to the family income. Besides, both Bai and Mosuo women considered that tourism contributed to widening the 
horizons of both women and children about different cultures.  
Ishii (2012) examined how the economic benefits of working in ethnic tourism affect household in a local 
minority community in Thailand. Using a linear regression model, the authors concluded that the income derived 
from tourism is higher for young people and women than for older men. This gap disrupts the traditional 
patriarchal social system. 
Wilson et al. (2012) pointed out that tourism can change family dynamics through the demonstration effect of 
the tourist behaviour, for example, husbands and wives holding hands in public. 
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Appendix 19 Literature on ‘Romance’ and Sex Tourism 
 
The commodification of women through sex tourism has been approached by several authors57:  
 Muroi and Sasaki (1997) started by analysing the growth of sex tourism in South-East Asia and its 
popularity among Japanese male tourists, namely in the 1970s. In the 1980s Japanese sex tourism 
declined and there seems to have been an increase of prostitution in tourist origin countries. 
Increasing numbers of women from South-East Asia were attracted to the Japanese leisure industry to 
work as bar hostesses, dancers and prostitutes. The authors expanded on the double standard 
concerning femininity which prevails in Japanese society, as well as society’s tolerance concerning 
men’s promiscuity and prostitution. Despite acknowledging how, in some cases, prostitution enabled 
some migrant women to sustain their livelihood and their families’, the paper also highlights the abuse 
and exploitation that some of these women in Japan have been subject to, from economic deprivation, 
to confinement, physical coercion and threats (Muroi & Sasaki, 1997); 
 Yea (2005) analysed trafficked Filipina women exploited as sex workers in two US military club areas 
in South Korea, exploring their narratives of romance and relationships, thus going beyond the mere 
‘victimisation’ of these women; 
 Clancy (2002) attempted to unveil the links between the local sex tourism industry and the larger 
globalisation processes, exposing how sex tourism has become a global industry; 
 Other studies analyse the slave trade and exportation of women and young girls for sex tourism in 
many parts of the world, e.g. Thailand, Cambodia and the Caribbean (New Frontiers cited in Williams, 
2002). 
 
Some studies also analyse women as sex tourists, comparing women’s behaviour and motivations with men’s, 
as well as the power relations in these relationships:  
 Sánchez Taylor (2001) investigated the sexual behaviour of heterosexual female tourists; 
 Pruitt and La Font (1995) reported how traditional gender norms were re-negotiated in the context of 
the sexual liaisons between women tourists and local men. While men retained much of their power in 
their relations with female tourists, women tourists were also able to obtain some power by providing 
these men with material resources; 
 Mullings (as cited in Wilson & Ypeij, 2012) studied how female sex tourists also exploit their greater 
economic power in their romantic ‘liaisons’ with men in Latin America. Although the power relations of 
male dominance and female subordination are not reproduced in this context, these relationships 
                                                          
57 Given that sex tourism, despite being an important issue, is not of central importance for the present research, it was decided to analyse here only a 
very small number of these studies. 
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reinforce other power relations, e.g. between First World and Third World, and between whites and 
people of colour;  
 Herold et al. (2001) sought to determine the motivations of male and female sex/romance tourists in 
the Dominican Republic. Despite the existence of an overlap, the authors concluded that more women 
were inclined towards romance and more male tourists were located towards the sex end of the 
continuum; 
 However, Jeffreys (2003) advocates that relations of power between women tourists and beach boys 
are different from those of male sex tourists with local men and women, as a result of their different 
positions in the sex class hierarchy. For the author, it is problematic to argue that women ‘also’ do sex 
tourism. 
Other perspectives were also explored in the ‘sex tourism’ literature. Chant and Evans (2010) analysed inter-
generational sexual relationships in Gambia. They studied the strategic use of cross-generational sexual 
relationships in the improvement of economic well-being of low income men and women in Gambia, in the 
context of international tourism and of a constrained labour market. The authors highlighted the increasing 
prominence of such relationships, particularly for young men.  
Ocha and Earth (2013) analysed the negotiation of gender and identity of transgender sex workers in Thailand, 
and concluded that the sex industry facilitates the emergence of new third-gender identities among sex workers. 
Leheny (1995) provides an example of how material circumstances influence political interests and the 
decisions of policy makers. The author concluded that the increase in tourism demand by Japanese women led 
the Thai government to attempt to restrain the most overt manifestations of the sex tourism industry in order to 
attract a greater share of this growing and promising market. 
For Ryan and Kinder (1996), tourism and sex tourism are liminal activities outside the main norms of behaviour. 
Sex tourism is not seen as a deviance, but as an activity consistent with the norms of tourism. In Ryan and 
Martin (2001) striptease is seen as a possible way of deconstructing notions of ‘dominant male’-‘subordinate 
female’. However, it is also recognised that while tourists readjust to the ‘normal’ world after this liminal 
experience, this world constitutes the reality and the ‘authentic’ life for many of these women.  
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Appendix 20 Literature on Tourism, Crisis, Migration and Gender Roles 
 
Periods of crisis exacerbate inequality in gender relations. During the Special Period in Cuba, after the collapse 
of the Soviet Union and the tightening of the economic blockade by the US, several women have left 
professional careers and were re-segregated into female-typed occupations, with low pay and less security, 
both in small companies in the tourism sector and in the informal sector, as part of la búsqueda, the search for 
US dollars, imposed by the two-tiered economy that emerged during this period (Toro-Morn et al., 2002). In 
Facio et al. (2004), women working in the tourism industry complained about problems such as sexual 
harassment and lack of childcare. The most disturbing consequence of tourism as an economic strategy has 
been the re-emergence of prostitution, or jineterismo. The pre-revolutionary racialisation of Afro-Cuban women 
resurfaced, especially as the state constructed an image of Cuban women readily available to meet the tourists’ 
needs, in an attempt to attract foreign tourists. The tourist policy in Cuba has subverted the goals of the 
Revolution, one of which was respect for women’s bodies and intellect. Women again have become involved in 
sex work, regardless of their educational levels, political views or family backgrounds. This has created 
profound contradictions in Cuba (Facio et al., 2004; Toro-Morn et al., 2002). 
Another example of how crises increase women’s vulnerability is depicted by Arrington (2009). Zimbabwe, 
which had a relatively dynamic economy, became a country in crisis since the late 1990s. Arrington analysed 
the tensions between men and women trying to make a living around the Victoria Falls, both in Zimbabwe and 
in Zambia. In Zimbabwe the increasing competition between men and women to capture tourist currency has 
forced women into the background of the sector, where they are not only exploited, but also subjected to 
harassment, isolation and violence. However, when crisis leads to migration, gender interlocks with nationality, 
and gender relations can be changed. Male and female Zimbabweans who migrated to Livingstone (Zambia) 
are no longer battling each other along gender lines. They are faced with the inhospitality from their hosts, and 
male and female Zimbabweans alike are susceptible to serve at the low bottom of the informal sector 
(Arrington, 2009). 
Scott (1995) analysed migrant Turkish Cypriot women working in the tourism field and concluded that these 
women were primarily employed in those occupations that are considered ‘unsuitable’ for local women. Thus, 
these migrant women are confronted with different expectations concerning their roles in society. 
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Appendix 21 Literature on Women as Managers in the Tourism Sector 
Article Aim(s) Method Participants Place 
SEX/GENDER AND FIRM PERFORMANCE 
Gröschl and 
Arcot (2014) 
Explore how an increase in female 
hotel executive managers impacts the 
financial performance of hotels. 
Identify the threshold needed for the 
women managers to exert influence 
in their management teams. 
Regression analysis Standard and Poors’ 
ExecuComp database (1992-
2008), 639 firm-year 
observations 
USA 
Marco 
(2012) 
Determine the impact of the gender 
[i.e. sex] of managers in financial 
performance. 
Large quantitative database 
(Linear regression model) 
5182 hotel firms, 24.2% 
managed by women 
Spain 
SIMILARITIES AND DIFFERENCES BETWEEN WOMEN AND MEN AS MANAGERS 
Fatima et al. 
(2011) 
Examine the impact of emotional 
intelligence on transformational 
leadership style and the gender 
disparity in the hotel industry. 
Questionnaire (descriptive 
statistics; correlation; 
regression; t-test) 
238 male and female hotel 
managers 
Pakistan  
Kara (2012); 
Kara et al. 
(2012) 
Examine self-evaluation differences 
between female and male middle 
managers in 5-star hotels. 
Questionnaire (descriptive 
analysis; factor analysis; t-
tests with the factor 
dimensions; MANOVA and 
MANCOVA) 
163 male and 95 female 
middle managers in five-star 
hotels 
Turkey 
DISCRIMINATION AND SEXUAL HARASSMENT 
Gregg and 
Johnson 
(1990) 
Analyse perceptions of discrimination 
(upon entering the industry, in the 
regular performance of one's job, 
and/or in promotability) among female 
and male hospitality managers, and 
examine differences between male 
and female managers and between 
female managers in hotels and 
restaurants. 
Questionnaire (Likert scale; 
t-tests) 
63 individuals who graduated 
between 1978 and 1984 in 
Florida International 
University's School of 
Hospitality Management 
(49% women, 51% men) 
USA 
Woods and 
Kavanaugh 
(1994) 
Examine sexual harassment and 
discrimination toward managers in 
the hospitality industry. 
Questionnaire (descriptive 
statistics) 
1,550 hospitality managers 
who had graduated in one of 
two large hospitality 
management programs in the 
previous seven years 
USA 
(WOMEN’S) CAREER CHALLENGES AND CAREER BARRIERS 
Boone et al. 
(2013) 
Analyse if the most salient challenges 
affecting women’s advancement have 
shifted from traditional workplace 
barriers to self-imposed barriers. 
Online survey (descriptive 
statistics, correlations) 
54 male and 45 female global 
tourism leaders (top leaders 
and their direct C-level 
reports in the largest hotel, 
restaurant, gaming, and 
cruise companies around the 
world) 
Global level 
Li and 
Leung 
(2001) 
Analyse barriers that prevent women 
from advancing from middle to senior 
management positions. 
Questionnaire (descriptive 
analysis and multiple 
regression model) 
150 women middle managers 
in 25 hotels selected 
randomly 
Singapore 
Brownell 
(1993b) 
Explore the perceptions of women 
hospitality managers in relation to 
several career-related variables 
(career obstacles, experiences, 
preferences concerning supervising 
or being supervised by men or 
women, and general job satisfaction). 
i) 3 focus groups with 5-8 
women; 2 all-male focus 
groups (content analysis); 
ii) Survey: demographic 
variables; Likert scales to 
barriers (analysis: means, 
standard deviations, 
frequencies, percentages, 
Pearson correlations); open-
ended questions (content 
analysis) 
287 women hospitality 
managers 
USA 
Mooney and 
Ryan (2009) 
Investigate if career barriers imposed 
upon women are organisational or 
societal, or if it is women’s decision to 
choose a life and/or family over a 
Semi-structured, 
conversational style 
interviews 
18 women in various 
positions across three cities 
in two countries, from one 
hotel company 
New Zealand 
and Australia 
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career. If it is a woman’s choice, 
analyse if it is a ‘choice’ made for 
them by the existing ‘inequality 
regimes’. 
Kattara 
(2005) 
Provide a profile of female managers, 
determining their positions in hotel 
departments, and analysing the 
challenges preventing them from 
reaching top management positions. 
In-depth interviews (Likert 
scales, correlation 
coefficients and stepwise 
regression) 
56 female managers in five-
star hotels 
Egypt 
Ng and Pine 
(2003) 
Examine whether Hong Kong’s 
female and male managers perceive 
gender and career development 
issues differently from their Western 
counterparts. 
Questionnaire (about factors 
affecting career 
development, obstacles to 
career advancement and 
questions on gender issues 
at work, open-ended 
questions), based on Judi 
Brownell (1994b) 
52 female and 56 male 
managers in the hotel 
industry (three to five-star 
hotels) 
Hong Kong 
Moore and 
Wen (2009) 
Explore the claim that the demands of 
careers within a global business 
environment are exacerbating the 
challenges for women in the tourism 
industry. 
Surveys, interviews, focus 
groups 
236 female and male 
Chinese managers 
undertaking MBA studies at 
the Sydney Graduate School 
of Management and at the 
University of Western Sydney 
(Guangzhou). Data collected 
in three different periods. 
China  
Burke et al. 
(2008) 
Explore gender differences in the 
work and career experiences of 
female and male managers and 
supervisors in the hospitality and 
tourism sector. 
Survey 130 male and 75 female 
managers (12 five-star hotels 
of the same chain operating 
in the Mediterranean and 
Aegean region of Turkey). 
Data collected by Human 
Resources Managers in their 
own hotels. 
Turkey 
WOMEN MANAGERS’ SUCCESS FACTORS 
Maxwell 
(1997) 
Elicit the views of a number of female 
general managers on the causes and 
consequences of their success in 
breaking through the so-called glass 
ceiling. It analyses their motivations, 
factors that enabled them to succeed 
and consequences of their 
achievement. 
Semi-structured interviews 4 female hotel general 
managers 
UK 
Sok et al. 
(2011) 
Identify success factors in the careers 
of women in the hospitality industry. 
Interviews (grounded theory) 5 women in high 
management positions in the 
hospitality industry (first 
stage); later, inclusion of 
women from other industries, 
and subsequently of men 
from hospitality and other 
industries. 
Netherlands 
Brownell 
(1994b) 
Identify the communication skills and 
job-related activities perceived to 
have contributed most significantly to 
male and female general managers’ 
career advancement, and to 
determine any differences between 
men's and women's perceptions. 
Survey (demographics, 
career obstacles, as in Judi 
Brownell (1993b), and 
perceptions of most 
important communication 
skills and job-related 
activities) 
221 women and 97 men 
general managers in ‘full 
service’ hotels 
US 
Source: developed by the author 
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Appendix 22 Basic Beliefs of Positivism, Post-Positivism, Interpretivism/ Constructionism and 
Post-Constructionism  
 
Positivism Post-Positivism 
Interpretivism/ 
Constructionism 
Feminist Post-Constructionism 
Ontology 
What is the 
nature of the 
reality? 
(Creswell, 
2007, as cited 
in Lincoln et al., 
2011) 
 Belief in a single 
identifiable and 
objective reality, 
separated from the 
knower. 
 Belief in a single reality that 
can never be fully 
understood, but only 
probabilistically and 
imperfectly apprehended, 
due to the existence of 
hidden variables. 
 Reality is subjective. It is 
influenced by the worldview 
of the researcher and 
constructed 
intersubjectively 
(relativism). 
 There is a ‘”real” and irreducible “out there”/ 
“in here” (Lykke, 2010b, p. 134); 
 World as a ‘witty agent’ and a ‘coding 
trickster’ with some kind of agency with 
whom we must learn to converse; the 
researcher is not in charge of the world 
(Haraway, 1991), since the universe ‘kicks 
back’ (Barad, 2007); 
 In relation to the sex/gender binary, the 
materialities of sexed bodies are not left 
unanalysed. 
Epistemology 
What is the 
relationship 
between the 
researcher and 
that being 
researched? 
(Creswell, 
2007, as cited 
in Lincoln et al., 
2011) 
 The researcher is 
totally separated 
from the research; 
 Belief in total 
objectivity and 
value-free research; 
 Knowledge can be 
generated through 
scientific testing and 
objective 
observation. 
 The researcher attempts to 
distance herself/himself 
from the research in order 
to gain some objectivity; 
 Belief that it is only possible 
to approximate nature; 
 Importance of logical 
reasoning and evidence, 
but recognition that science 
is not confined to that which 
can be directly perceived 
and that phenomena which 
cannot be observed may 
explain observable 
phenomena. 
 The researcher cannot be 
separated from what he or 
she knows; 
 Research is subjective and 
allows for the researcher’s 
values and voice 
(reflexivity); 
 Knowledge is a social 
construction. 
 Belief that a partial objectivity is possible 
through embodied and ‘situated knowledge’ 
and a focus on specific local contexts; 
 It is possible to talk about the ‘real’ if the 
partial and subjective position of the 
researcher is accounted for; 
 Agential realism (Barad, 2007): the 
researcher and the world she/ he analyses 
cannot be separated from each other; the 
researcher can only make a momentary cut 
between the knower and the known; 
 Rejection of absolute truth but also of 
absolute relativism. Not all knowledge 
should be treated as equally false. 
Methodology 
What is the 
process of 
research? 
(Creswell, 
2007, as cited 
in Lincoln et al., 
2011) 
 Belief in the 
scientific method; 
 Use of quantitative 
methods primarily; 
 Large samples; 
 Deductive; 
 High reliability, low 
validity. 
 Belief in the scientific 
method, although not 
totally; 
 Rejection of the dichotomy 
between quantitative and 
qualitative paradigms; 
 Evidence and some form of 
truth can also be inferred 
from interviews or 
questionnaires that focus on 
the meanings or 
experiences of individuals. 
 Disbelief in the scientific 
method; 
 Use of qualitative methods 
primarily; 
 Small samples; 
 Inductive; 
 Low reliability, high validity. 
 
 Scientific method does not remove all biases 
from the research process and does not 
separate the knower from the known; 
 Rejection of the dichotomy between 
quantitative and qualitative methods; 
 Use of methods from several disciplines, 
mobilising ‘a maximum of unorthodox 
creativity’ combine with ‘a rigorous, scholarly 
endeavour to seek partial objectivity and 
moral accountability’ (Lykke, 2010a, p. 161).  
Axiology 
Criteria of 
values 
 Value-free  Research should be as 
value-free as possible, but it 
is not possible to entirely 
detach the researcher and 
his/her perceptions from the 
research process; 
 Acknowledgement that 
researcher biases are 
inevitable; 
 Informed communal 
judgements judge claims to 
knowledge and coherent 
truth (Clark, 1998). 
 Value-laden  Value-laden, concern with social justice; 
politics and ethics are not separated from 
research; 
 Ethico-onto-epistemology: ethics, ontology 
and epistemology are intricately intertwined 
(Barad, 2007). 
Purpose 
What is the aim 
of the 
research? 
 Testing hypotheses; 
 Yielding immutable 
laws; 
 Quantification, 
confirmation, 
replication; 
 Generalisation from 
the sample to the 
population. 
 Gaining a greater 
approximation to the truth; 
 ‘True’ knowledge is not 
universally generalisable; 
 Generalisation is possible to 
similar cases and with 
reference to probability 
(Clark, 1998). 
 Generation of theories; 
 Understanding, description, 
meaning; 
 Localised generalisation to 
similar settings or contexts. 
 
 Theorising the ‘bodily and transcorporeal 
materialities’ avoiding biological essentialism 
but without disregarding bodily matter and 
biologies (Lykke, 2010b, p. 132); 
 Rethinking the relationship between 
materiality and discourse; 
 Contexted and localised generalisation, to 
similar settings or contexts. 
Sources: author, adapted from E. C. Wilson (2004); Lincoln et al. (2011); Barad (2007); A. M. Clark (1998); Collis and Hussey (2005); Haraway (1991); 
Jennings (2005); Lykke (2010a); Lykke (2010b); Ramazanoglu and Holland (2009); Creswell, 2007, as cited in Lincoln et al. (2011) 
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Appendix 23 Scientific Method: a Methodological Continuum 
 
Haraway (cited in Ramazanoglu & Holland, 2009) provides a metaphor to illustrate the contradictory situation in 
which postmodern feminists find themselves, in which she depicts them as trying to climb a greased pole while 
holding on to both ends. While the aim of climbing the pole is to produce valid knowledge, at the other end of 
the pole are relativism and its claims that reality and the truth cannot be ‘discovered’, because they are socially 
constituted. Therefore feminists ‘slip around’ or feel forced to choose one of the poles (Ramazanoglu & Holland, 
2009, p. 61). This ‘greased pole’, or methodological continuum, is depicted below (Ramazanoglu & Holland, 
2009, p. 62), with ‘absolute relativism’ at the pole marked Y and the scientific method and the ‘absolute truth’ at 
the pole marked X [Text: own elaboration]. 
 
 
 
Source: from Ramazanoglu & Holland (2009, p. 62) 
 
  
Absolute truth
• (truth as cumulative)
• (Archimedean point)
I-n-t-e-r-m-e-d-i-a-t-e p-
o-s-i-t-i-o-n-s
• (truths as contingent)
• (truths as socially constructed)
• (reality as external and constraining)
• (knowledge as experiential and 
embodied)
• (knowledge production as political)
Absolute relativism
• (multiple truths)
• (incommensurable validity)
504 Gendering the Tourism Sector: Women Managers’ Experiences in Hotel and Travel Businesses in Portugal 
Appendix 24 Mixed-method design matrix with mixed-method research designs 
shown in the four cells 
 
Source: Johnson and Onwuegbuzie (2004, p. 22) 
 
 
Appendix 25 Graphic of the Three Major Research Paradigms, Including 
Subtypes of Mixed Methods Research  
 
Source: Johnson et al. (2007, p. 124) 
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Appendix 26 The three files of the QP database 
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Appendix 27 The three files of the RU/Annex A database 
 Companies’ file
 
Appendix 509 
Establishments’ file 
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Workers’ file 
Appendix 
Appendix 28 Map of Portuguese regions (NUT II) 
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Appendix 29 Economic Activities Included and Excluded from the Analysis 
 
55 Accommodation 
 
 551 Hotel establishments 
IN
C
LU
D
E
D
 
 
 
 
5511 Hotel establishments with restaurant  
  
55111 Hotels with restaurant 
55112 Pensions with restaurant 
5113 Inns with restaurant 
55114 Pousadas with restaurant 
55115 Motels with restaurant 
55116 Apartment hotels with restaurant 
55117 Holiday villages with restaurant 
55118 Tourist apartments with restaurant 
55119 Other accommodation establishments with restaurant 
 5512 Hotel establishments without restaurant  
  
55121 Hotels without restaurant 
55122 Guesthouses without restaurant 
55123 Tourist apartments without restaurant 
55124 Other accommodation establishments without restaurant 
 552 Holiday and short stay accommodation 
E
X
C
LU
D
E
D
 
 553 Camping and caravan sites 
 559 Other accommodation 
79 Travel agency, tour operator and other reservation service activities 
 
 791 Travel agencies and tour operators 
IN
C
LU
D
E
D
 
  7911 Activities of travel agencies 
  7912 Activities of tour operators 
 792 Other reservation services and related activities  
E
X
C
LU
D
E
D
 
Source: developed by the author based on INE (2007) 
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Appendix 30 Economic Activity Codes Used for 1985 (CAE Rev. 1) and 2012 
(CAE Rev. 3.1) 
 
 CAE Rev.1 (1985-1994) CAE Rev. 3.1 (2007-2012) 
Hotel establishments 
6321 Hotels 
6322 Apartment hotels 
6323 Motels 
6324 Pousadas  
6325 Inns  
6326 Pensions 
6327 Guesthouses 
551 Hotel establishments 
Travel agencies and tour 
operators 
71911 Shipping and travel agencies 791 Travel agencies and tour operators 
Source: developed by the author 
  
Appendix 31 Business Units Under Analysis, Distribution 
 
-  
  
Hotel 
establishments 
with restaurant
47%Hotel 
establishments 
without restaurant
27%
Travel agencies
24%
Tour operators
2%
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Appendix 32 Distribution of the Companies and Establishments Under Analysis 
by Economic Activity (2012) 
 
 Companies Establishments 
551 Hotels establishments 2228 2672 
5511 Hotel establishments with restaurant 1401 1759 
5512 Hotel establishments without restaurant 827 913 
791 Travel agencies and tour operators 780 1223 
7911 Activities of travel agencies 725 1160 
7912 Activities of tour operators 55 63 
Economy as a whole 274388 327013 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 33 New Variables Created During the Analysis of the Databases58  
 
Variable name Variable lable Type of variable Explanation of the variable 
pemp_agreg Number of workers in 
the company 
(converted) 
String  This was a numerical variable in the original 
database (pemp). A new string variable was 
created, with the following categories: [1-5[; [5-
10[; [10-20[;[20-50[;[50-100[;[100-250[;[250 or >]. 
pest_agreg Number of workers in 
the establishment 
(converted) 
String This was a numerical variable in the original 
database (pest). A new string variable was 
created, with the following categories: [1-5[; [5-
10[; [10-20[;[20-50[;[50-100[;[100-250[;[250 or >]. 
idade_agreg Age (converted) String This was a numerical variable in the original 
database (idade). A new string variable was 
created, with the following categories: [0-17];[18-
24];[25-34];[35-44];[45;64];[65 or more] 
nacireco Nationality (converted) String All foreign nationalities were grouped into one 
category (non-nationals). This was also a string 
variable in the original database (nacio). 
antig_agreg Length of service in the 
company (converted) 
String This was a numerical variable in the original 
database (antig). A new string variable was 
created, with the following categories: [0-4];[5-
9];[10 or more] 
htotais Total number of working 
hours 
Numerical Sum of the normal and overtime monthly working 
hours (hnormais + hextra) 
escalao_pnt Range of working hours String This was a numerical variable in the original 
database (pnt). A new string variable was 
created, with the following categories: [0-15]; [16-
20]; [21-25];[26-30];[31-35];[36-39];[39-40];[41 or 
more] 
habil_agreg Level of education 
(converted) 
String This was also a string variable in the original 
database (habil1). The new variable has fewer 
categories than the original variable. The 
categories in the new variable are the following: 
Basic Education or lower; Secondary and Post-
Secondary Education; Bacharelato and 
Licenciatura; Master's and PhD; Unknown 
ghora Hourly earnings Numerical Earnings divided by the number of normal 
working hours and extra working hours 
(rganho/hnormais) (in QP databases: rbase + 
rprg + rextr / (nhor + nhext) 
  
                                                          
58 The variables only used in the Blinder-Oaxaca decompositions are listed in Appendix 35. 
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Appendix 34 Variables frequently used in wage decompositions 
Studies Type of decomposition Groups analysed Variables 
Oaxaca (1973) Oaxaca (1973) [the 
decomposition technique 
used was developed in 
this article] 
Black and white men and 
women 
Experience, experience^2, education, education^2, 
class of workers*, industry*, occupation*, health 
problems*, part-time*, migration*, number of years 
since the individual last migrated, number of years 
since the individual last migrated^2, marital status*, 
size of urban area*, region*, children* 
Blinder (1973) Blinder (1973) [developed 
in this article] 
Black and white men and 
women 
Education*, occupation*, vocational training*, union 
membership, veterans, tenure on the present job*, 
family background variables*  
Daymont and 
Andrisani 
(1984) 
‘Threefold’ decomposition Male and female higher 
education graduates 
(analysis of the effects of 
differences before and 
outside the labour market) 
Preferences for various types of jobs*, major fields 
in college*, labour market experience*, highest 
degree*, family situation*, father’s occupational 
status*, member of minority group*, region*, type 
and size of the community of residence* 
Cotton (1988) Cotton (1988) [developed 
in this article] and Oaxaca 
(1973) 
Black men and white men Education, work experience, work experience^2, 
married (wife present)*, once married*, urban 
residence*, veteran*, government worker*, region*, 
industry,  
Neumark 
(1988) 
Oaxaca (1973), Neumark 
(1988) [developed in this 
article] 
Men and women Schooling, experience, age, urban residence*, 
South region*, unionized*, marital status*, race* 
González et al. 
(2005) 
Oaxaca (1973), Cotton 
(1988), Neumark (1988) 
Men and women Tenure, tenure^2, education*, education x tenure*, 
education x experience*, number of workers*, 
region*, occupations*, sectors*, part-time status* 
Oaxaca and 
Ransom (1994) 
Cotton (1988), Neumark 
(1988), Oaxaca and 
Ransom (1988) 
Black and white men; 
women and men 
Age, age^2, age ≤ 18*, tenure, tenure^2, 
experience, experience^2, government 
employment*, schooling, schooling^2, occupation, 
industry, region, city size 
Vartiainen 
(2002) 
Oaxaca & Ransom (1994) Five subsets of men and 
women in Finland  
Temporary work, occupation, industry, education, 
employer size, share of extra hours, age in years, 
age squared, no. of children under 18, no. of 
children under 7 
Santos and 
Varejão (2007) 
Neumark (1988) Men and women (tourism 
sector) 
Education*, experience, experience^2, 
occupations*, region*, tenure, tenure^2, 
establishment size, part-time status*, education x 
experience, education x tenure 
Thomsen et al. 
(2008) 
Daymont and Andrisani 
(1984) 
Male and female foreigners, 
native Germans and 
Germans with migration 
background  
Age, time of residence, part-time work, self-
employed, education*, economic sectors*, region* 
Campos-Soria 
et al. (2011) 
Oaxaca [calculated for 
men and women] (1973); 
Reimers (1988); Cotton 
(1988) 
Men and women in 
hospitality (hotels and 
restaurants) 
Personal characteristics (sex and marital status); 
human capital (educational level, dummy indicating 
tourism-related occupational training, tenure, 
tenure2/100); characteristics of the establishment 
(size, province); job characteristics (type of contract, 
managers’ requirements regarding the educational 
level needed); industrial segregation, establishment 
segregation, occupational segregation, category 
segregation, horizontal segregation, vertical 
segregation. 
Muñoz-Bullón 
(2009) 
Oaxaca [calculated for 
men and women] (1973); 
Reimers (1988) 
Female amd male tourism 
employees in Spain 
Type of contract, age, being immigrant, job tenure, 
subsector of employment in tourism, firm size, 
qualification group. 
* a set of dummy variables was used for the variables indicated with *.Source: developed by the author 
Appendix 517 
Appendix 35 List of dummy variables used 
indust qual region occup (1 digit) Occ (based on four-digit occupations) Occt (based on 4-digit occup.) 
indust1 Agriculture and 
mining 
indust2 Manufacturing 
indust3 Construction, 
electricity and water 
collection 
indust4 Whole sale and 
retail trade 
indust5 Transportation 
indust6 Accommodation 
and food & beverage 
indust7 Information and 
communication 
indust8 Finance 
indust9 Consultancy 
indust10 Administrative 
and support activities 
indust11 Education 
indust12 Human health 
indust13 Other services 
qual1 Senior Managers 
qual 2 Middle managers 
qual3 Team leaders and other 
supervisors 
qual4 Highly qualified 
professionals 
qual5 Qualified professionals 
qual6 Semi-qualified 
professionals 
qual7 Non-qualified 
professionals 
qual8 Apprentices and 
trainees 
region1 North 
region2 Algarve 
region3 Centre 
region4 Lisbon 
region5 Alentejo 
region6 Madeira 
occup1 Chief executives, senior 
officials and legislators 
occup2 Professionals and 
scientists 
occup3 Technicians and 
associate professionals 
occup4 Clerical support workers  
occup5 Service and sales 
workers  
occup6 Skilled agricultural, 
forestry and fishery workers 
occup7 Craft and related trades 
workers  
occup8 Plant and machine 
operators, and assemblers 
occup9 Workers in elementary 
occupations 
occup10 ignored, unknown 
occ1 Senior government officials 
occ2 Senior officials of special-interest organisations  
occ3 Managing directors and chief executives  
occ4 Finance managers 
occ5 Human resource managers  
occ6 Policy and planning managers  
occ7 Business services and administration managers 
not elsewhere classified 
occ8 Sales and marketing managers 
occ9 Advertising and public relations managers 
occ10 Research and development managers 
occ11 Agricultural and forestry production manage 
occ12 Aquaculture and fisheries production 
managers 
occ13 Manufacturing manager 
occ14 Mining managers 
occ15 Construction managers 
occ16 Supply, distribution and related managers 
occ17 Information and communications technology 
service managers 
occ18 Child care services managers 
occ19 Health service managers 
occ20 Aged care service manager 
occ21 Social welfare managers 
occ22 Education managers 
occ23 Financial and insurance services branch 
managers 
occ24 Professional services managers not elsewhere 
classified 
occ25 Hotel manager 
occ26 Restaurant managers 
occ27 Retail and wholesale trade manager 
occ28 Sports, recreation and cultural centre 
managers 
occ29 Services managers not elsewhere classified 
occt1 Managing directors and 
chief executives 
occt2 Finance managers 
occt3 Human resource, policy 
and planning managers 
occt4 Business services and 
administration managers not 
elsewhere classified 
occt5 Sales, marketing and 
business development 
managers 
occt6 Manufacturing, mining, 
construction, and distribution 
managers  
occt7 Information and 
communications technology 
service managers and other 
professional services managers 
not elsewhere classified 
occt8 Hotel and restaurant 
managers  
occt9 Other managers not 
elsewhere classified 
Used in samples 1, 3 and 
5. 
Used in samples 1, 2 and .3 Used in all 
samples 
Used in samples 1, 2 and 3 Used in sample 5 Used in sample 4 
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Appendix 36 Overview of the Answers Obtained in the Short Survey Applied 
to Tourism Companies 
 
a. Number of answers obtained from the companies  
 Travel agencies/ Tour operators Hotel establishments 
Companies included 198 221 
Companies excluded a 
posteriori 
43 177 
b. Companies surveyed by number of employees 
 Travel agencies/ Tour operators Hotel establishments 
0 to 9 175 80 
10 to 49 21 97 
50 to 249 2 25 
> than 250 0 9 
c. Existence of women in top or middle management by sector 
 Existence of women Non-existence 
Travel agencies and 
tour operators 
131 (66.2%) 67 (33.8%) 
Hotel establishments 
 
162 (73.3%) 59 (26.7%) 
d. Male and female in the highest ranking position in the company according to 
company size (surveyed companies) 
No. employees Travel agencies and tour operators Hotel establishments 
 Female leaders Male leaders Female leaders  Male leaders 
Total 91 (46.0%) 107 (54.0%) 67 (30.3%) 154 (69.7%) 
0 to 9 87 (49.7%) 88 (50.3%) 33 (41.25%)  47 (58.75%) 
10 to 49 4 (19.0%) 17 (81.0%) 27 (27.8%)  70 (72.2%) 
50 to 249 0 2 (100%) 6 (17.1%)  29 (82.9%) 
> than 250 0 0 1 (11.1%) 8 (88.9%) 
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Appendix 37 Limitations and Criticisms of Interview Knowledge 
Several criticisms have been addressed to the quality of interview knowledge. Common criticisms are that 
research interview knowledge only reflects common sense, is merely qualitative, subjective, explorative, 
biased, and too person dependent to be a ‘true’ scientific method. Other criticisms are that the knowledge 
produced is: not reliable, since leading questions are used; not intersubjective, because different readers 
interpret meanings differently; not valid, since it rests upon subjective impressions; and not generalisable, 
as there are too few subjects (Kvale & Brinkmann, 2009). However, these criticisms are made from the 
viewpoint of traditional science and its rigid conceptions of what knowledge is and how it can be produced. 
Interpretivist paradigms can overcome such objections, as mentioned in the beginning of the Methodology 
chapter. 
However, some criticisms are addressed to interview knowledge by interview practitioners themselves. 
Current interview research too often focuses on the individual and neglects how a person is embedded in 
social interactions and situated in a social historical and material world. Moreover, it is sometimes 
uncritical and takes everything that the participants say at face value. It neglects emotional aspects of 
knowledge, as well as the bodily interaction during the interview. It also tends to disregard theoretical 
analyses and is obsessed with legitimising itself rather than producing new knowledge (Kvale & 
Brinkmann, 2009). 
Research usually implies a hierarchy of power between the researcher and the researched subject, since 
the researcher is the one who conducts the investigation. Interviews are one-way dialogues, in which one 
person asks and the other answers, and in which the former controls the research process, the topics to 
be talked about, when the conversation should end and what to include in the report (Kvale & Brinkmann, 
2009). This places constraints on feminist analysis and practice, since the researcher becomes more 
powerful through their selection and interpretation of the data (Aitchison, 2005). 
Kvale and Brinkmann (2009) made the following list of internal criticisms to interview knowledge (p. 294):  
 ‘Individualistic – it focuses on the individual and neglects a person’s embeddedness in social interactions 
 Idealistic – it ignores the situatedness of human experience and behavior in a social, historical, and 
material world 
 Credulous – it takes everything an interviewee says at face value, without maintaining a critical attitude 
 Intellectualistic – it neglects the emotional aspects of knowledge, overlooks empathy as a mode of knowing 
 Cognitivist – it focuses on thoughts and experiences at the expense of action 
 Immobile – the subjects sit and talk, they do not move or act in the world 
 Verbalizing – it makes a fetish of verbal interaction and transcripts, neglects the bodily interaction in the 
interview situation 
 Alinguisic – although the medium is language, linguistic approaches to language are few 
 Atheoretical – it entails a cult of interview statements, and disregards theoretical analyses of the study field 
 Arhetorical – its published reports are boring collections of interview quotes, rather than convincing stories 
 Insignificant – it produces trivialities and hardly any new knowledge worth mentioning 
 Legitimizing – it is obsesses with legitimizing itself rather than producing new knowledge’ 
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Appendix 38 Initial goals of the interviews, by field of analysis 
i. Career path 
 To outline the interviewees’ career paths and identify key moments in their careers; 
 To identify the interplay between strategies, conditions, facilitators and obstacles for career advancement.  
ii. Entrepreneurship 
 To compare the career paths of women entrepreneurs and women managers who are employees; 
 To identify advantages and disadvantages of being an entrepreneur vs. working as a manager for another company; 
 To analyse the research participants’ motivations for developing their own business. 
iii. Education 
 To analyse the relevance attributed to education, specifically tourism higher education, for career advancement; 
 To analyse whether tourism degrees are valued more for the knowledge and skills they develop or the status they provide; 
 To analyse how holding a tourism degree is valued by employers. 
iv. Organisational structure and culture (current and previous organisations) 
 To analyse the organisational structure of the main companies where the interviewees have worked, and how differences in the organisational 
structure can help to explain why gender has a different meaning in different organisations; 
 To analyse how the existence of gendered expectations and the organisational structure and culture reinforce one another; 
 To evaluate the impact of having a ‘critical mass of women’ in the organisation on the organisational culture; 
 To track the interviewees’ perception of changes in the organisational structure and culture throughout the time; 
 To analyse the interviewees’ work demands in their organisations, namely demands for working outside their normal hours, ‘presenteeism’ 
and frequency of business travelling; 
 To analyse how companies handle employee’s family situations, e.g. motherhood, sick children… 
v. Overt and hidden gender discrimination*  
 To verify the existence of overt and hidden discriminatory practices in the tourism organisations where the research participants work or have 
worked; 
 To ascertain if the interviewees have felt positively discriminated on the basis of gender. 
vi. Role of sexuality in the workplace 
 To analyse the importance of sexuality in the formation of gender relations at work; 
 To unveil whether there is a connection between sexuality, power and/or violence; 
 To investigate the consequences of attractiveness and sexual attraction in different contexts. 
vii. Characteristics of employment in the tourism sector 
 To verify the extent to which women perceive working conditions in the tourism sector as gendered; 
 To examine if the research participants regard tourism as a ‘women friendly’ industry or not, namely when compared with other economic 
sectors. 
viii. Importance of social relations, networking and mentors 
 To investigate the existence of informal networks which transcend organisational boundaries (e.g. related with leisure or sports), and the 
importance of belonging to these networks in order to reach the top; 
 To analyse if women feel excluded from such informal networks/social events which transcend organisational boundaries, and if this exclusion 
has any negative implications for their career advancement; 
 To gather ideas about the most important ways of expanding one’s network of contacts; 
 To examine gender differences in the ways of expanding it; 
 To evaluate the role of mentors for career progression. 
ix. Leadership and power 
 To re-define the gender-blind concept of leadership with basis on the women’s definitions of what ‘good leadership’ is;  
 To investigate whether the research participants perceive men and women’s leadership styles as ‘the same’ or ‘different’; 
 To analyse the interviewees’ perception of whether women who reach high-level positions have to adopt a male behaviour and obliterate their 
femininity in order to be accepted; 
 To analyse inter and intra-gender relations and how these are affected when one woman is at the top or reaches the top; 
 To examine perceptions of whether women have the same opportunities as men to exercise power. 
x. Work-family-life balance 
 To gather information about participants’ family structure and family life; 
 To examine the gendered division of labour at home; 
 To analyse how work and family lives impact each other, as well as the prevailing direction of this impact; 
 To identify women’s strategies for improving the balance between both areas; 
 To identify the moments of greatest clash and harmony between work and family in the lives of the research participants. 
xi. Career and personal goals 
 To redefine the concept of ‘success’ from women’s point of view;  
 To analyse women’s plans for the future concerning both the professional and the family/life sphere. 
xii. ‘What could be changed’ and final considerations 
 To gather women’s suggestions and ideas about how a more gender equal participation of women in the tourism field could be achieved 
(individual strategies, company measure or state policies). 
xiii. Personal information** 
 marital status, age, etc 
*DISCRIMINATION: The researcher concluded after the first interviews that when participants were asked whether they had been discriminated 
on the basis of gender, their answer was no. However, if asked about more subtle and indirect (even subconscious) forms of discrimination, the 
research participants were much more likely to identify such situations. This was also observed in previous studies (Kantola, 2008; Wahl, 1992). 
**PERSONAL INFORMATION: These topics were approached at different moments of the conversation with each of the research participants. In 
some cases, the interviewees elicited this information voluntarily without being directly asked about these topics. The researcher made sure before 
the end of each interview that information had been collected about the following variables, which are of key importance to characterise the 
research participants and interpret the data. 
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Appendix 39 The Interview Guide 
Topics Main follow-up questions 
 Career path  How did you make it to the top?  
 Which key-moments would you highlight in your career? 
 Were there any conditions that facilitated your career advancement?  
 Were there any obstacles or barriers? Which?  
Entrepreneurship  Why did you become an entrepreneur/ a business owner/ an employer? 
 What are the advantages and disadvantages of working in your own business? 
Relevance of 
tourism higher 
education 
 How important and/or helpful was your tourism degree for the achievement of your career goals? 
 Do you think tourism degrees are valued by employers? 
 Is it important to follow graduate studies (Master’s, etc.) in the tourism field? If so, why? 
 Is higher education important because of the skills and knowledge it develops, or because of the status it 
provides? 
Organisational 
structure and 
culture 
 What is the proportion of men and women in your organisation? 
 How are hierarchical positions distributed between men and women? 
 Which tasks are mostly performed by women and which are mostly performed by men in your organisation?  
 Is the structure (in terms of gender segregation) of your organisation (and tourism organisations in general) 
changing? 
 Is it important that there is a gender balance in terms of the number of men and women in an organisation? 
 What expectations and ideals do men and women meet in your organisation? 
 Are men and women expected to have different characteristics? 
 Are there different (unwritten/ informal) rules for men and women? 
 How is the topic of ‘gender equality’ regarded in your company? 
 What is your weekly number of working hours? 
 How often do you have to work or be available outside normal working hours? 
 How often do you engage in work-related travels? What are your feelings about it? 
Overt and hidden 
gender 
discrimination 
 Have you ever felt that you and your work were more or less visible because you are a woman? 
 Have you ever felt excluded for being a woman in a work-related context? 
 Have you ever been treated differently [as an employee/ director/ employer] because of being a woman?  
 Have you ever felt negatively discriminated against because of being a woman? By whom? In which aspect (e.g. 
salaries, promotions, recruitment, opportunities for development…)?  
 Have you ever witnessed a situation of gender discrimination in employment? 
 Is there still a preference nowadays for men (instead of women) to fill top level positions? 
 Have you ever been positively discriminated because of being a woman?  
Role of sexuality in 
the workplace 
 Does sexuality play a role in the workplace? 
 Does it have desirable or undesirable consequences for career development? 
 Have you ever suffered or witnessed any situation of sexual harassment? 
Characteristics of 
employment in the 
tourism sector 
 Are there specific advantages and disadvantages of work conditions (for women) in your field? 
 What is your perception concerning gender (in)equality in the tourism sector? 
 Could you compare the tourism sector with the other economic sectors in terms of working conditions and 
gender equality? 
Importance of 
social relations, 
networking and 
mentors 
 Do relationships established outside the work context affect men and women differently? (e.g. through social 
events or informal networks of contacts) [do you join your male colleagues for activities outside the work 
context, e.g. sport activities, nights out…) 
 What is the importance of networking? 
 How would you describe a good network of contacts? 
 What is the most effective way of expanding one's network of contacts? 
 Are there any differences in the way men and women manage and expand these networks of contacts? (e.g. 
through the participation in social events, contacts outside work, going out for drinks?) 
 Do you have any role model? Or a mentor? How would you describe him/her? What kind of support did you 
receive from these people? 
 Are you a mentor to anyone? 
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Leadership and 
power 
 How would you describe your own leadership style? 
 How would you define ‘good leadership’? 
 Do you believe men and women have different leadership styles? How are they valued?  
 How does having many women (or a majority of women) at the top influence the organisation? 
 Do women in leadership positions tend to adopt male-like behaviour? 
 Is there a contradiction between being a woman/ being feminine and filling a top level position? 
 Do men and women have the same opportunities to reach and exercise power?  
 When a woman is in a high-level position, how is her relationship with: other men in high positions; other women 
in high positions; other men in lower positions; other women in lower positions?  
 How is your relationship and contact with your colleagues? (e.g. supportive; competitive; men stick together and 
women stick together; women are left out…) 
Work-family 
balance 
Family life  Do you have children?  
 How old are they? 
 What is your partner's occupation?/ What is the occupation of the father of your child? 
 How are tasks split between you and your partner? 
Work demands  What is your weekly number of working hours? 
 How often do you have to work or be available outside normal working hours? 
 How often do you engage in work-related travels? What are your feelings about it? 
Work-family 
balance/ clash 
 Do you experience a lot of conflict between work and family life? 
 How does having a career impact family life, namely bearing in mind your experiences 
and the specific organisations you have worked for?  
 How does family life impact career development, namely in your field and in the 
organisations where you have worked?  
 Do you have any strategies to better balance both areas? 
 How do you organise your family life when you have work travels? What strategies do you 
have to balance both areas? 
 What happened at work during your pregnancy and maternity leave? 
 Could you highlight the most significant moments of harmony and disharmony, in terms of 
your career and/or work-family conciliation? 
Career and 
personal goals 
 What are your plans for the future (family/ personal/ professional life)? 
 How would you describe ‘success’? 
‘What could be 
changed’ and final 
considerations 
 Which strategies would you suggest women in lower hierarchical positions adopt in order for them to advance in 
their careers? 
 What could be improved in the way your sector works, so that women could have better conditions to advance 
in their careers? And concerning your organisation specifically? Would you suggest any specific measures or 
targets? And what about public measures? 
 Do you know any other woman in high or middle management positions that is from a 'different' (i.e. non-white) 
ethnicity? 
Personal 
information 
 Age 
 Marital status 
 Highest level of education obtained 
 Attainment of a tourism degree 
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Appendix 40 Interview Guide with Second/ Follow-up Questions and 
Literature References 
i. Career path 
Main open questions in the 
interview guide 
Main second questions/ follow-up questions References 
 How did you make it to the 
top?  
 Which key-moments would 
you highlight in your career? 
 Were there any conditions that 
facilitated your career 
advancement?  
 Were there any obstacles or 
barriers? Which?  
 
* You were invited to become a manager in company X. How did this opportunity 
arise? 
* Did you work as an employee for another organisation before starting your own 
business/ working at your family's business? 
* Why did you choose the tourism field? 
* How has your promotion affected your life? 
* At which stage did barriers affect more your career development?  
* How different was it to be a female manager in [country x] as compared to being a 
female manager in Portugal?  
Wahl (1992)  
 
ii. Entrepreneurship 
Main open questions in the 
interview guide 
Main second questions/ follow-up questions References 
 Why did you become an 
entrepreneur/ a business 
owner/ an employer? 
 What are the advantages 
and disadvantages of 
working in your own 
business? 
* Would you have started your own business if you still had children of young age at that 
time? 
* Can you balance your main occupation with managing your own business? 
* How is your relationship with suppliers, clients and employees? 
* What did you find dissatisfying in the other organisations in the field (that led you to open 
your own business instead of becoming an employee)? 
* Did the fact that other organisations almost only had men at the top influence your decision 
to open your own business (instead of looking for a position in those organisations)? 
Bruni et al. 
(2004); Brush, 
Bruin, and 
Welter (2009) 
 
 
iii. Relevance of tourism higher education 
Main open questions in the interview guide 
Main second questions/ follow-up 
questions 
References 
 How important and/or helpful was your tourism degree for the 
achievement of your career goals? 
 Do you think tourism degrees are valued by employers? 
 Is it important to follow graduate studies (Master’s, etc.) in the 
tourism field? If so, why? 
 Is higher education important because of the skills and knowledge 
it develops, or because of the status it provides? 
* Why are you investing in further higher 
education? 
* Is it important to have a degree in 
tourism to work in the tourism area? 
* In which positions are there 
employees with higher education 
degrees?  
C. Costa et al. (2013); 
Costa et al. (2012a); 
McKercher et al. (1995); 
O’Leary and Deegan 
(2005); Petrova and Mason 
(2004); Purcell (1993) 
 
iv. Organisational structure and culture (current and previous organisations) 
Subtopics Main open questions in the interview guide 
Main second questions/ follow-up 
questions 
References 
Organisational 
structure 
 What is the proportion of men and women in 
your organisation? 
 How are hierarchical positions distributed 
between men and women? 
 Which tasks are mostly performed by women 
and which are mostly performed by men in 
your organisation?  
 Is the structure (in terms of gender 
segregation) of your organisation (and tourism 
organisations in general) changing? 
 Is it important that there is a gender balance in 
terms of the number of men and women in an 
organisation? 
* What is the broader structure of the 
company? Are there any other establishments 
or business units? 
* Does the number of employees change 
along the year, namely as a result of tourism 
seasonality? 
* Has the number of employees changed as a 
result of the economic crisis? 
* Do you feel that there are consequences of 
this uneven horizontal distribution of men and 
women for career development? 
* Do men have a problem if women are the 
majority? 
Collinson and Hearn 
(1994, 2005); 
Gustafson (2006); 
Hearn (2000, 2010); 
Kanter (1977); 
Townsley (2003); 
Wahl (1992, 1998, 
2001, 2011); Wahl 
and Holgersson 
(2003) 
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Organisational 
culture 
 
 What expectations and ideals do men and 
women meet in your organisation? 
 Are men and women expected to have different 
characteristics? 
 Are there different (unwritten/ informal) rules for 
men and women? 
 How is the topic of ‘gender equality’ regarded in 
your company? 
 
 What is your weekly number of working hours? 
 How often do you have to work or be available 
outside normal working hours? 
 How often do you engage in work-related 
travels? What are your feelings about it? 
* Are there any occupations which are more 
suitable either for men or for women? 
* Is your organisation different from the 
majority of organisations in what concerns 
gender issues?  
* You have described that company as a 
'men's world'. How did you adapt to it? 
* Are there any ‘heroes’ or 'villains' in your 
organisation? How are they described? Are 
they male or female? (Wahl 1992/2003) 
* What about the language used? Is it 
common to say sexist jokes? Who tells them? 
How do you feel about it? (Wahl 1992/2003) 
* Do you usually stay overnight when you 
have business trips? 
 
v. Overt and hidden gender discrimination 
Main open questions in the interview guide Main second questions/ follow-up questions References 
 Have you ever felt that you and your work 
were more, or less, visible because you are a 
woman? 
 Have you ever felt excluded for being a 
woman in a work-related context? 
 Have you ever been treated differently [as an 
employee/ director/ employer] because of 
being a woman?  
 Have you ever felt negatively discriminated 
against because of being a woman? By 
whom? In which aspect (e.g. salaries, 
promotions, recruitment, opportunities for 
development…)?  
 Have you ever witnessed a situation of 
gender discrimination in employment? 
 Is there still a preference nowadays for men 
(instead of women) to fill top level positions? 
 Have you ever been positively discriminated 
because of being a woman?  
* Although the number of women at the top has increased, is there 
still a resistance concerning women as managers? 
* In what way did you feel that women were treated differently in 
the company you previously worked for? 
* You mentioned that when you were younger you felt that your 
employees were more likely to call you into question or question 
your power because you were both female and young. Could you 
provide examples? And which strategies did you use to overcome 
the situation?  
* Both you and your brother were the bosses and were 
approximately the same age. Did you experience any difference in 
the way each of you was treated by the employees, on the basis of 
gender? 
* You mentioned that you felt pressure from the company after 
having your child. Could you provide more details about the 
situation? 
* After telling me this, would you rather work for another company? 
* Do men earn more than women in your organisation? 
Benschop and 
Doorewaard (1998); 
Jordan (1997); 
Kattara (2005); Ng 
and Pine (2003); 
Wahl (1992, 2001)  
  
  
 
vi. Role of sexuality in the workplace 
Main open questions in the interview guide 
Main second questions/ follow-up 
questions 
References 
 Does sexuality play a role in the workplace? 
 Does it have desirable or undesirable consequences for 
career development? 
 Have you ever suffered or witnessed any situation of 
sexual harassment? 
 * You mentioned situations of you/ your 
workers being harassed by clients. Could 
you give more details about what 
happened in these situations? 
 Collinson and Hearn (1994); 
Hearn (2011); Hearn and Birick 
(2012); Hearn and Parkin 
(2003); Poulston (2008) 
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vii. Characteristics of employment in the tourism sector 
Main open questions in the interview guide 
Main second questions/ follow-up 
questions 
References 
 Are there specific advantages and disadvantages 
of work conditions (for women) in your field? 
 What is your perception concerning gender 
(in)equality in the tourism sector? 
 Could you compare the tourism sector with the 
other economic sectors in terms of working 
conditions and gender equality? 
* Do the working conditions in the sector 
affect men and women differently? 
  
* [For those who have experience in both 
fields] What are the differences and 
similarities between hotels and the travel 
sector? 
Brownell (1998); Costa et al. (2011); 
Hemmati (2000); Kinnaird and Hall 
(1996); O’Leary and Deegan (2005); 
Parrett (s.d.); Purcell (1997); Santos 
and Varejão (2007); Sinclair (1997b) 
 
viii. Importance of social relations, networking and mentors 
Main open questions in the interview guide Main second questions/ follow-up questions References 
 Do relationships established outside the work 
context affect men and women differently? (e.g. 
through social events or informal networks of 
contacts) 
[do you join your male colleagues for activities 
outside the work context, e.g. sport activities, nights 
out…) 
 What is the importance of networking? 
 How would you describe a good network of 
contacts? 
 What is the most effective way of expanding one's 
network of contacts? 
 Are there any differences in the way men and 
women manage and expand these networks of 
contacts? (e.g. through the participaton in social 
events, contacts outside work, going out for drinks?) 
 Do you have any role model? Or a mentor? How 
would you describe him/her? What kind of support 
did you receive from these people? 
Are you a mentor to anyone? 
* Do you feel that it is harder for you than for your male 
colleagues to participate in events oustide the workplace 
which, despite being informal events, may be important 
because of the contacts that can be established there 
(e.g. informal dinners, golf matches)? Do you feel 
excluded from these events because of being a woman? 
* Are women in some way excluded from social activities 
outside the workplace? 
* Does a childless woman have any hindrance in what 
concerns in the participation in such events? Or will she 
nonetheless feel excluded for joining the 'gentleman's 
club'? 
* What strategies can women use in order to benefit 
more from such relationships and networks? 
* In what way has your network of contacts contributed to 
your career advancement? 
* What is a good network (specifically) in the hotel 
sector? 
 * Does your husband take part in work-related social 
events outside the workplace? 
Collinson and Hearn 
(1994); Kattara (2005); 
Mooney and Ryan 
(2009); Purcell (1997); 
Wahl (1992) 
 
ix. Leadership and power 
Main open questions in the interview guide 
Main second questions/ 
follow-up questions 
Ref. 
 How would you describe your own leadership style? 
 How would you define ‘good leadership’? 
 Do you believe men and women have different leadership styles? How are they valued?  
 How does having many women (or a majority of women) at the top influence the organisation? 
 Do women in leadership positions tend to adopt male-like behaviour? 
 Is there a contradiction between being a woman/ being feminine and filling a top level position? 
 Do men and women have the same opportunities to reach and exercise power?  
 When a woman is in a high-level position, how is her relationship with: other men in high positions; 
other women in high positions; other men in lower positions; other women in lower positions?  
 How is your relationship and contact with your colleagues? (e.g. supportive; competitive; men stick 
together and women stick together; women are left out…)  
. 
* You became an employer/ 
a manager at a very young 
age. How did you cope with 
that? Which strategies did 
you adopt in relation to 
those who were 
hierarchically below you, but 
were older than you? 
 
 
 
Wahl 
(1992) 
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x. Work-family-life balance 
Sub-topics 
Main open questions in the interview 
guide 
Main second questions/ follow-up questions References 
Family life  Do you have children? How many? 
 How old are they? 
 What is your partner's occupation?/ What 
is the occupation of the father of your 
child? 
 How are tasks split between you and 
your partner? 
 * You mentioned that some women are stressed because 
they have to leave work and go home to prepare dinner for 
their husbands on time. Is this situation observable across 
all generations, or only with older ones? 
* Are there frequently conflicts because of the way the 
tasks are split? 
Brownell (1998); 
Carvalho et al. 
(2011); Collinson 
and Hearn (1994, 
2005); Dantas 
(2004); Hearn 
(2010); Hearn 
and Birick (2012); 
Hearn et al. 
(2008); Kattara 
(2005); Magnini 
(2010); Santos 
(2010); Scott et 
al. (2010b); 
Torres (2009); 
Torres and Silva 
(1998); Wahl 
(1998) 
 
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
Work-family 
balance/ 
clash 
 Do you experience a lot of conflict 
between work and family life? 
* How did you conciliate work and family when you had 
children of young age?  
* So you work in your own business. How do you manage 
to take holidays together with your family? 
 How does having a career impact family 
life, namely bearing in mind your 
experiences and the specific 
organisations you have worked for?  
* Are there other female directors with children or are you 
the only one? 
* Do you think that the other female directors have 
difficulties to balance their work and family lives? 
* Do the other male directors have children? 
* Do your employees have children? 
* Do you think that your involvement with your career 
might have influenced your decision not to have children? 
* Has your recent promotion affected your work-family 
balance? 
 How does family life impact career 
development, namely in your field and in 
the organisations where you have 
worked?  
* To what extent do you think having children will affect 
your professional life? 
* Are women less available at work due to their family 
commitments? 
 Do you have any strategies to better 
balance both areas? 
* Do you have any support from relatives? (or arranged 
childcare support) 
 How does having a career impact family 
life, namely bearing in mind your 
experiences and the specific 
organisations you have worked for?  
* Did owning your own business allow you to bring your 
children to work when needed? 
 How does family life impact career 
development, namely in your field and in 
the organisations where you have 
worked?  
* Can new technologies decrease the requirement for 
being physically present at the company so many hours? 
 How do you organise your family life 
when you have work travels? What 
strategies do you have to balance both 
areas? 
 What happened at work during your 
pregnancy and maternity leave? 
 Could you highlight the most significant 
moments of harmony and disharmony, in 
terms of your career and/or work-family 
conciliation? 
* Do you avoid these travels? 
* What implications do they have for your career and your 
family life? 
* You mentioned that you spend half of your time abroad. 
How do you manage it with your family? 
* Did you enjoy the whole maternity leave? Did you have 
some work to do while on the leave? Was anyone 
substituting you at the company? How did the company 
deal with your absence? 
* How do organisations deal with situations in which 
workers go on parental leave? (And in your specific case?) 
* Do workers tend to enjoy their parental leaves nowadays 
to the fullest, or do they return the company sooner (e.g. 
for fear of losing their job or missing promotion 
opportunities)? 
* You mentioned that you know cases of people who were 
fired for being pregnant. Did these people take the matter 
to the court? 
* Did you receive/ Did anyone give you any special 
support after your pregnancy? 
* Was it easier to deal with pregnancy and having a baby 
when you were an employee or when you became an 
entrepreneur and had your own business? 
* What was the hardest moment for you in terms of 
balance between work and family lives? 
* Do you think that your divorce was mostly related to your 
husband's dissatisfaction with your lack of availability, or 
could it also be that he felt you had more power than him? 
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xi. Career and personal goals 
Main open questions in the interview guide References 
 What are your plans for the future (family/ personal/ professional life)? 
 How would you describe ‘success’? 
Wahl (1992) 
 
 
xii. ‘What could be changed’ and final considerations 
Main open questions in the interview guide 
 Which strategies would you suggest women in lower hierarchical positions adopt in order for them to advance in their careers? 
 What could be improved in the way your sector works, so that women could have better conditions to advance in their careers? And 
concerning your organisation specifically? Would you suggest any specific measures or targets? And what about public measures? 
 Do you know any other woman in high or middle management positions that is from a 'different' (i.e. non-white) ethnicity? 
 
xiii. Personal information 
These topics were approached at different moments of the conversation with each of the research participants. In 
some cases, the interviewees elicited this information voluntarily without being directly asked about these topics. The 
researcher made sure before the end of each interview that information had been collected about the following 
variables, which are of key importance to characterise the research participants and interpret the data. 
Topics analysed 
 Age 
 Marital status 
 Highest level of education obtained 
 Attainment of a tourism degree 
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Appendix 41 Step-by-step Guide for Doing Thematic Analysis According to 
Braun and Clarke (2006) 
I. Familiarising 
yourself with the 
data 
 Repeated and ‘active’ reading (i.e. searching for meanings, patterns…); 
 Taking the first notes and marking ideas for coding; 
 Transcribing data (if necessary). 
II. Generating initial 
codes 
 Coding interesting features of the data in a systematic way across the whole data set, 
collating data relevant to each code.  
 It is important to: code for as many potential themes as possible, as some might turn 
out to be relevant later; to keep a little of the surrounding data if relevant so that the 
context is not lost; to bear in mind that individual extracts of data can be coded in more 
than one theme; not to ignore the tensions and inconsistencies across the dataset. 
 
III. Searching for 
initial themes 
 
 Sorting the different codes into potential themes; 
 Collating all the coded data extracts within the themes that were identified; 
 Using visual representations to help to sort the different codes into themes (e.g. tables, 
mind-maps…); 
 Thinking about the relationship between codes, between themes, and between different 
levels of themes (e.g. main overarching themes and sub-themes within them). 
At the end of this phase there is a collection of potential themes sub-themes and data 
extracts coded in relation to them. However, these themes should still go through a 
process of refinement, and some will be combined, separated or discarded. 
IV. Reviewing 
themes 
 
 Reviewing all the collated extracts for each theme and checking if they form a coherent 
pattern and make sense in relation to each corresponding theme; 
Dual criteria for judging themes: internal homogeneity and external heterogeneity 
(Patton, 1990, as cited in Braun & Clarke, 2006); 
 Generating a ‘thematic map’ as a result of the process described above;  
 Checking the validity of individual themes in relation to the entire data set, but also if the 
candidate thematic map reflects the meanings evident in the data set as a whole; 
 Re-reading the entire data set to checking if the themes make sense in relation to the 
data set; 
 Coding any additional data that has been previously missed; 
 Further reviewing and refining if needed. 
V. Defining and 
naming themes 
 Refine the specifics of each theme, identify its ‘essence’ and the ‘story’ that each tells; 
 Considering how each theme fits into the broader overall ‘story’ and in relation to the 
research questions, and avoiding too much overlap between themes; 
 Identify if a theme contains any sub-themes; 
 Generating clear definitions for each theme. If it is not possible to describe each theme 
in a couple of sentences, further refinement might be needed. 
VI. Producing the 
report 
 
 Writing up of the report, selecting vivid and compelling extract examples to illustrate the 
points made; 
This involves a final analysis of the selected extracts and themes in relation to the 
entire dataset, research question(s) and literature; 
The write-up should provide enough data extracts to demonstrate the prevalence of 
each theme; 
It is important to go beyond describing the data, and make an argument in relation to 
the research question. 
Source: adapted from Braun and Clarke (2006).  
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D
em
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g
ra
p
h
ic
s
Age
Marital status
Level of education
Influence of education in their 
careers
Having tourism education or not
Importance of tourism higher 
education
Importance given to tourism 
education by employers
Tourism sector 
(travel agency, tour operator or hotel)
C
ar
ee
rs
Career paths
Job rotation
Climbing the career ladder
Entrepreneurship
Reasons for changing jobs
Push factors
Pull factors
Critical moments and factors
Facilitators
Key moments
Difficult moments 
Career obstacles
Appendix 42 Main Nodes/ Main Themes 
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O
rg
an
is
at
io
n
s
Gendering structures, 
practices and divisions of 
labour
Organisational structures 
and divisions
Number of workers
Proportion of male and 
female workers
Hierarchies and vertical 
segregation
Horizontal segregation
Organising practices and 
processes
Approximate number of 
weekly working hours
Flexibility of the working 
schedule
Role of new technologies
Necessity of working 
outside normal working 
hours
Frequency of work-related 
travelling
Wage setting
Gendering cultures
Positive aspects
Negative aspects
Gendering interactions
Negative workplace 
interactions and micro-
aggressions
Intra-gender relations
Male homosociality
Female misogyny
Female solidarityMentors and role models
Networks
Sexuality
Internal gender 
constructions
Cross-cutting themes
Pregnancy and 
organisational procedures
Availability
The importance of gender 
structures/'numbers'
Discrimination
Perceptions
Experiences
Positive discrimination
The tourism sector
Perceived positive aspects
Perceived negative 
aspects
Appendix 531 
 
  
F
am
ily
Family situation
Having children Number of children
Not having children
Reasons for not having 
children
Work-family balance 
(WLB)/ conflict
Direction of the work-family 
conflict
Impact of family on 
professional life
Impact of professional life on 
family
Life cycle phases
Pregnancy
Young children
Adult children
Gendered division of labour 
at home
The partner's role
The division of tasks at home
Evolution and generational 
differences
Strategies for work-family 
balance
Partner
Grandparents
Kindergarten
Others
Feelings about work-family 
situation
Positive feelings/ Moments of 
harmony
Negative feelings/ Moments 
of disharmony
W
h
at
 c
o
u
ld
 b
e 
ch
an
g
ed
Individual strategies
Public policies
Company measures
Not much can be done
Mentalities have to change
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'D
o
in
g
 g
en
d
er
' a
n
d
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o
n
st
ru
ct
io
n
s 
o
f 
le
ad
er
sh
ip
Definition of a 'good leader'
Research participants' description of their 
leadership stylse
Perceptions of ifferences between men 
and women as leaders
There are differences
There are no differences
'Doing gender' well and differently
In management
In the family
The balance between male and female 
enactments
O
th
er
 n
o
d
es
Plans for the future
Contradictions in women's discourses
Portugal vs. abroad
Intersectionality
Class
Ethnicity
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Appendix 43 Validity 
 
Validity as a crystal - ‘What we see depends upon our angle of repose’ (Richardson 1997 
cited in Lincoln et al., 2011, p. 122); 
- The understanding of a phenomenon is always partial and that there 
is no single truth (Lincoln et al., 2011).  
 
Validity as resulting from the 
existence of sufficient 
evidence 
‘A conclusion is valid when there is sufficient evidence and/or reasons 
to reasonably believe it is so’ (Polkinghorne, 2007, p. 474). 
 
‘Communicative validity’; 
validity based on community 
consent; validation by the 
epistemic community 
- Validation with the research participants, with the public in general or 
with other scholars (Kvale & Brinkmann, 2009); 
- Importance of community consent in interpretation (Lincoln et al., 
2011); 
- Knowledge as constituted in an intersubjective process. It is not the 
isolated individual that creates criteria to validate knowledge, but the 
epistemic community. An epistemic community can be understood as 
a ‘socially produced collectivity, with shared rules, that authorizes the 
right to speak as a particular kind of knowing self’ (Ramazanoglu & 
Holland, 2009, p. 171). 
 
Validity as a quality of 
craftmanship 
The integrity of the researcher is crucial for evaluating the quality of 
the scientific knowledge that is produced. (Kvale & Brinkmann, 2009).  
 
Pragmatic validity Truth is whatever assists one to take actions that produce the desired 
results (Kvale & Brinkmann, 2009) 
 
Transgressive validity Lather’s (2007) transgressive validity challenges traditional validity 
criteria. It is ‘a call for a kind of validity after poststructuralism in which 
legitimation depends on a researcher’s ability to explore the resources 
of different contemporary inquiry problematics’ (p. 120). She proposes 
a ‘Transgressive Validity Checklist’ which aims to both ‘sum up the 
counter-practices of authority’ delineated by her and ‘disrupt any effort 
toward their standardization’ (Lather, 2007, p. 120). 
 
Source: developed by the author based on the authors listed on the table. 
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Appendix 44 Reflexivity 
 
In order to explain my choice of study field it is necessary to go back in time to 2009 at least. I had finished 
my master’s in Management and Planning in Tourism at the University of Aveiro and I got a grant to work 
as a research assistant in a project at the University of Aveiro. This project, known as ‘Gentour project’, 
was also related with the study of women’s vertical mobility in the tourism sector. I worked two years and a 
half full-time for this project. A very important event during this period fuelled my interest for the analysis of 
gender issues in the tourism field: the participation in a Conference at Linköping University in 2010 
(Equality, Growth and Sustainability: Do they mix?). The variety of themes and approaches adopted by the 
researchers who presented their works during this conference was surprising and profoundly enriching. 
There were still so many questions that could be addressed in relation to gender issues in the tourism 
field, and so many ways to answer these questions as well. I was particularly impressed by Mieke Verloo’s 
presentation ‘Stretching and bending gender+ equality in a changing Europe’, as well as by Jeff Hearn’s 
‘Equality, Growth, Sustainability: Adding Some More Missing Ingredients to the Mixture’. It stimulated my 
interest and curiosity for the field. 
Another key moment in my ‘path’ in the research field of gender and tourism was being involved in the 
preparation and submission of a second research project on gender and tourism at the University of 
Aveiro. The preparation of this proposal for funding required a lot of work from the research team. This 
was not only very demanding, but also very challenging. In fact, it seems to be true that you can only love 
and value something after you work hard to earn it. At the time I thought that if I developed my doctoral 
thesis in the same area I would be more connected to this ‘baby’ project. Gender and tourism also seemed 
to be a growing field within the Tourism research group at the University of Aveiro.  
When I was awarded a PhD grant from FCT, I had the opportunity to stay more than two years in Sweden 
and be a visiting doctoral student at ‘Tema Genus’ (Unit of Gender Studies) at Linköping University. Here, 
I met my co-supervisor Nina Lykke for the first time and I established contact with many researchers that 
approached gender from quite a variety of perspectives. In this context, I was able to grow as a feminist 
and as a critical thinker. While at the beginning this study did not have an explicit feminist positioning, I 
considered that it would be important to explore this approach more deeply, and to overtly acknowledge 
this. In my opinion this was important because it allowed me focus on women’s voices and experiences, 
on gender power relations, and the invisibility of gendering processes. 
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Appendix 45 Level of education by sex and economic activity (1985) 
 
  Hotels Travel businesses Economy as a whole 
Men Women Total Men Women Total Men Women Total 
Less than Basic 
Educ. 
7.1% 12.9% 9.5% .9% 2.8% 1.6% 8.8% 9.6% 9.1% 
Basic 
Education  
81.6% 76.7% 79.4% 74.9% 60.8% 69.3% 80.2% 79.1% 79.8% 
Secondary 
Education 
4.8% 5.3% 5.0% 16.2% 28.0% 20.8% 4.4% 6.7% 5.2% 
Bacharelato59 
 
.2% .1% .2% 1.3% 1.6% 1.4% .9% .5% .7% 
Licenciatura60 
 
.9% .3% .7% 3.3% 2.1% 2.8% 2.5% 1.6% 2.2% 
Ignored 5.5% 4.6% 5.1% 3.5% 4.6% 4.0% 3.1% 2.7% 3.0% 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (1985) 
 
 
Appendix 46 Level of education of employers and employees by sex and 
economic sector (2012) 
 
Employees Employers 
Hotels 
Travel 
businesses 
Economy as a 
whole 
Hotels 
Travel 
businesses 
Economy as a 
whole 
M W M W M W M W M W M W 
Basic 
Education or 
lower 
58.0% 63.2% 38.3% 12.6% 62.6% 53.8% 45.9% 49.4% 33.0% 16.7% 58.0% 49.7% 
Secondary and 
Post-Second. 
Educ. 
31.7% 25.3% 37.8% 42.2% 22.6% 25.6% 24.3% 23.6% 41.0% 44.7% 22.3% 23.6% 
Bacharelato 
and 
Licenciatura 
9.5% 10.8% 23.2% 44.0% 13.4% 19.2% 26.1% 24.3% 24.0% 37.3% 17.6% 24.1% 
Master's and 
Doctorate 
0.5% 0.5% 0.7% 1.1% 1.2% 1.2% 2.8% 2.2 % 1.7% 0.9% 1.7% 2.1% 
Unknown 0.2% 0.3% 0.1% 0.1% 0.2% 0.2% 0.8% 0.5% 0.3% 0.4% 0.4% 0.5% 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
 
  
                                                          
59 The bacharelato (bachelor's degree) was a degree that existed before the Bologna process and corresponded to 
three years of study. 
60 In 1985. before the Bologna process. Licenciaturas were five-year degrees. 
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Appendix 47 Senior Managers by Sex, Level of Education, Business Size and 
Status in Employment 
Employers - 
Men 
Business 
size 
Basic Education 
Secondary and 
Post-Secondary 
Education 
Bachelor's and 
Licenciatura 
Master's and 
Doctorate 
Unknown Total 
N 0-4 24493 13614 10748 1058 49 49962 
 within business size 
 
49.0% 27.2% 21.5% 2.1% .1% 100.0% 
within education   55.4% 56.7% 52.8% 53.0% 64.5% 55.1% 
N  5-9 11269 5507 4505 440 12 21733 
 within business size   51.9% 25.3% 20.7% 2.0% .1% 100.0% 
within education   25.5% 22.9% 22.1% 22.0% 15.8% 24.0% 
N  10-19 5268 2791 2523 259 5 10846 
 within business size   48.6% 25.7% 23.3% 2.4% .0% 100.0% 
within education   11.9% 11.6% 12.4% 13.0% 6.6% 12.0% 
N  20-49 2386 1540 1664 145 5 5740 
 within business size   41.6% 26.8% 29.0% 2.5% .1% 100.0% 
within education   5.4% 6.4% 8.2% 7.3% 6.6% 6.3% 
N  50-99 550 395 530 57 4 1536 
 within business size   35.8% 25.7% 34.5% 3.7% .3% 100.0% 
within education   1.2% 1.6% 2.6% 2.9% 5.3% 1.7% 
N  100-249 192 147 275 28 1 643 
 within business size   29.9% 22.9% 42.8% 4.4% .2% 100.0% 
within education   .4% .6% 1.3% 1.4% 1.3% .7% 
N  250+ 22 36 128 10   196 
 within business size   11.2% 18.4% 65.3% 5.1% .0% 100.0% 
within education   .0% .1% .6% .5% .0% .2% 
Employers – 
Women 
Business 
size 
Basic Education 
Secondary and 
Post-Secondary 
Education 
Bachelor's and 
Licenciatura 
Master's and 
Doctorate 
Unknown Total 
N  0-4 
  
9354 6720 7050 620 36 23780 
 within business size 39.3% 28.3% 29.6% 2.6% .2% 100.0% 
within education 59.8% 63.3% 60.4% 60.3% 65.5% 61.0% 
N  5-9 
  
  
3783 2247 2680 228 12 8950 
 within business size 42.3% 25.1% 29.9% 2.5% .1% 100.0% 
within education 24.2% 21.2% 23.0% 22.2% 21.8% 22.9% 
N  10-19 
  
  
1608 993 1078 98 4 3781 
 within business size 42.5% 26.3% 28.5% 2.6% .1% 100.0% 
within education 10.3% 9.4% 9.2% 9.5% 7.3% 9.7% 
N  20-49 
  
  
686 473 571 60 3 1793 
 within business size 38.3% 26.4% 31.8% 3.3% .2% 100.0% 
within education 4.4% 4.5% 4.9% 5.8% 5.5% 4.6% 
N  50-99 
  
  
156 126 172 16   470 
 within business size 33.2% 26.8% 36.6% 3.4% .0% 100.0% 
within education 1.0% 1.2% 1.5% 1.6% .0% 1.2% 
N  100-249 
  
  
52 44 89 6   191 
 within business size 27.2% 23.0% 46.6% 3.1% .0% 100.0% 
within education .3% .4% .8% .6% .0% .5% 
N  250+ 7 6 24 1   38 
 within business size 18.4% 15.8% 63.2% 2.6% .0% 100.0% 
within education .0% .1% .2% .1% .0% .1% 
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Employees - 
Men 
Business 
size 
Basic Education 
Secondary and 
Post-Secondary 
Education 
Bachelor's and 
Licenciatura 
Master's and 
Doctorate 
Unknown Total 
N 0-4 4381 2662 4952 510 38 12543 
 within business size 
 
34.9% 21.2% 39.5% 4.1% .3% 100.0% 
within education   31.9% 16.3% 6.9% 6.2% 12.8% 11.4% 
N  5-9 2714 1723 4706 486 26 9655 
 within business size   28.1% 17.8% 48.7% 5.0% .3% 100.0% 
within education   19.8% 10.6% 6.5% 5.9% 8.7% 8.7% 
N  10-19 1773 1583 5292 586 29 9263 
 within business size   19.1% 17.1% 57.1% 6.3% .3% 100.0% 
within education   12.9% 9.7% 7.4% 7.2% 9.7% 8.4% 
N  20-49 1607 2080 10084 1145 60 14976 
 within business size   10.7% 13.9% 67.3% 7.6% .4% 100.0% 
within education   11.7% 12.8% 14.0% 14.0% 20.1% 13.6% 
N  50-99 894 1393 8063 1033 16 11399 
 within business size   7.8% 12.2% 70.7% 9.1% .1% 100.0% 
within education   6.5% 8.5% 11.2% 12.6% 5.4% 10.3% 
N  100-249 739 1619 11001 1282 36 14677 
 within business size   5.0% 11.0% 75.0% 8.7% .2% 100.0% 
within education   5.4% 9.9% 15.3% 15.7% 12.1% 13.3% 
N  250+ 1612 5246 27871 3136 93 37958 
 within business size   4.2% 13.8% 73.4% 8.3% .2% 100.0% 
within education   11.7% 32.2% 38.7% 38.3% 31.2% 34.4% 
Employees - 
Women 
Business 
size 
Basic Education 
Secondary and 
Post-Secondary 
Education 
Bachelor's and 
Licenciatura 
Master's and 
Doctorate 
Unknown Total 
N 0-4 2099 2337 5004 480 28 9948 
 within business size 
 
21.1% 23.5% 50.3% 4.8% .3% 100.0% 
within education   37.7% 24.7% 7.4% 7.6% 19.6% 11.2% 
N  5-9 1178 1404 6001 556 18 9157 
 within business size   12.9% 15.3% 65.5% 6.1% .2% 100.0% 
within education   21.2% 14.9% 8.9% 8.8% 12.6% 10.3% 
N  10-19 722 1029 6261 490 13 8515 
 within business size   8.5% 12.1% 73.5% 5.8% .2% 100.0% 
within education   13.0% 10.9% 9.3% 7.8% 9.1% 9.6% 
N  20-49 623 1182 10753 920 18 13496 
 within business size   4.6% 8.8% 79.7% 6.8% .1% 100.0% 
within education   11.2% 12.5% 15.9% 14.6% 12.6% 15.1% 
N  50-99 272 736 8409 811 5 10233 
 within business size   2.7% 7.2% 82.2% 7.9% .0% 100.0% 
within education   4.9% 7.8% 12.4% 12.9% 3.5% 11.5% 
N  100-249 247 686 10614 909 10 12466 
 within business size   2.0% 5.5% 85.1% 7.3% .1% 100.0% 
within education   4.4% 7.3% 15.7% 14.4% 7.0% 14.0% 
N  250+ 421 2072 20642 2128 51 25314 
 within business size   1.7% 8.2% 81.5% 8.4% .2% 100.0% 
within education   7.6% 21.9% 30.5% 33.8% 35.7% 28.4% 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 48 Six most common five-digit occupations by sex and economic 
activity 
 Hotels Travel businesses Economy as a whole 
 Men Women Men Women Men Women 
1 Waiters 
N=3230 
Cleaners and 
helpers in offices, 
hotels and other 
establishments 
N=7559 
Travel 
consultants and 
clerks  
N=750 
Travel 
consultants and 
clerks 
N=2675 
Heavy truck and 
lorry drivers 
N=49613 
Cleaners and 
helpers in offices, 
hotels and other 
establishments 
N=97942 
2 Hotel 
receptionists 
N=2979 
 
Hotel 
receptionists 
N=2937 
Bus drivers 
N=453 
 
 
General office 
clerks 
N=317 
Sales workers 
not elsewhere 
classified 
N=41324 
General office 
clerks N=85326 
3 Cooks 
N=2031 
Waitresses 
N=2217 
Car, taxi and van 
drivers N=163 
Office 
supervisors 
N=136 
Services 
managers not 
elsewhere 
classified 
N=35905 
Sales workers 
not elsewhere 
classified 
N=68678 
4 Bartenders 
N=920 
Cooks 
N=1574 
Services 
managers not 
elsewhere 
classified 
N=161 
Services 
managers not 
classified 
elsewhere 
N=133 
Bricklayers 
N=34628 
Shop sales 
assistants 
N=39004 
5 Hotel managers 
N=847 
Kitchen helpers 
N=1199 
Managing 
directors and 
chief executives  
N=143 
Managing 
directors and 
chief executives 
N=74 
Watchmen and 
other 
doorkeepers 
N=33494 
Sewing machine 
operators 
N=34628 
6 Luggage porters 
N=592 
Cleaning and 
housekeeping 
supervisors in 
offices, hotels 
and other 
establishments 
N=920 
General office 
clerks 
N=128 
Cleaners and 
helpers in offices, 
hotels and other 
establishments 
N=71 
Managing 
directors and 
chief executives 
(companies) 
N=31627 
Home-based 
personal care 
workers 
N=28748 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 49 Senior managers' most common occupations, by sex (2012)  
 
  Most common occupations (men) N Most common occupations (women) N 
H
O
T
E
LS
 
1 Hotel managers 700 Hotel managers 378 
2 Managing directors and chief executives  219 Managing directors and chief executives  110 
3 Restaurant managers 142 Restaurant managers 51 
4 Business services and administration managers 
not elsewhere classified 
62 Accountants  47 
5 Finance managers 53 Marketing managers 39 
6 Services managers not elsewhere classified 40 Business services and administration managers 
not elsewhere classified 
38 
7 Professional services managers not elsewhere 
classified 
33 Sales managers 36 
8 Sales managers 24 Finance managers 35 
9 Marketing managers 24 Office supervisors  35 
10 Accountants 19 Services managers not elsewhere classified 27 
T
R
A
V
E
L 
B
U
S
IN
E
S
S
E
S
 
1 Services managers not elsewhere classified 146 Services managers not elsewhere classified 115 
2 Managing directors and chief executives 
(companies) 
131 Travel consultants and clerks  136 
3 Travel consultants and clerks 58 Managing directors and chief executives 
(companies) 
71 
4 Business services and administration managers 
not elsewhere classified 
39 Business services and administration managers 
not elsewhere classified 
24 
5 Professional services managers not elsewhere 
classified 
19 Sales managers 15 
6 Sales managers 16 Professional services managers not elsewhere 
classified 
14 
7 Marketing managers 15 Finance managers 13 
8 Finance managers 13 Information systems analyst  8 
9 Transport company managers 13 Retail managers 7 
10 Office supervisors  9 Office supervisors 6 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 50 Multiple Linear Regression Models – Sample 1 
 
Pooled model: The independent continuous or binary variables that 
have the greatest effect on hourly earnings are the following, by 
order of importance: number of years of education and length of 
tenure in the present company (positive influence) and sex 
(negative influence), i.e. being a woman influences earnings 
negatively (standardized coefficients in Beta column). If 
unstandardized coefficients are analysed, and controlling for the 
effects of the other variables, a one year increase in education 
produces an increase of 3.8%61 in hourly earnings. Controlling for 
the effects of other variables, women earn 13.2% (logarithm: -.142) 
of an earnings category less than men.  
The results show that earning more depends, in part, on obtaining 
more education, having longer tenure, being older and, to a lesser 
extent, on the company’s sales volume, on having a permanent 
contract, on the number of establishments of the company and on 
being Portuguese.  
It was concluded before that part-timers have lower hourly earnings. 
However, if all other variables are held constant, part-timers have 
higher hourly earnings than full-timers.  
Earnings increase with company size and with education, and 
senior managers have the highest earnings while workers in low-
skilled jobs, apprentices and trainees have the lowest earnings. 
Senior managers’ hourly earnings are by far the highest and they 
are significantly different from those of the base reference category 
(semi-skilled workers).  
Occupations also have a strong effect on earnings. The occupations 
where hourly earnings are highest are professionals and scientists 
(occup2), followed by technicians and associate professionals 
(occup3) and chief executives, senior officials and legislators 
(occup1). Controlling for all other variables, services and sales 
workers have the lowest hourly earnings.  
Those who work in finance and transportation have the highest 
hourly earnings. Controlling for all other variables, accommodation 
and F&B employees (indust6) earn 12.8% less than workers in the 
reference base category (manufacturing). Assuming that all other 
variables are held constant, the highest hourly earnings are in 
Lisbon and Madeira, and the lowest are in the Centre. 
 
 
*all variables 
                                                          
61 The unstandardized coefficients in the appendix are given in logarithm form. When describing and discussing the results, the 
exponential form converted to percentage is used instead for ease of interpretation.  
Model1: Economy as a whole (N=2068167) 
Pooled Model 
Variables B unstand. Beta Sig. 
Constant .788  .000 
sex -.142 -.130 .000 
age .006 .115 .000 
tenure .010 .164 .000 
edu .037 .281 .000 
sales 3.376E-11 .068 .000 
size 7.288E-7 .004 .000 
nest 9.144E-5 .022 .000 
nation .017 .006 .000 
part .012 .005 .000 
contr .043 .033 .000 
occup1 .145 .057 .000 
occup2 .173 .100 .000 
occup3 .110 .063 .000 
occup4 .016 .010 .000 
occup5 -.032 -.025 .000 
occup6 -.014 -.002 .000 
occup8 -.016 -.009 .000 
occup9 -.019 -.011 .000 
occup10 .070 .002 .000 
region2 .094 .035 .000 
region3 .011 .008 .000 
region4 .142 .122 .000 
region5 .061 .026 .000 
region6 .140 .038 .000 
qual1 .542 .284 .000 
qual2 .338 .150 .000 
qual3 .349 .145 .000 
qual4 .227 .113 .000 
qual5 .059 .053 .000 
qual7 -.030 -.017 .000 
qual8 -.040 -.012 .000 
indust1 -.017 -.004 .000 
indust3 -.027 -.014 .000 
indust4 -.037 -.027 .000 
indust5 .113 .046 .000 
indust6 -.137 -.065 .000 
indust7 .034 .010 .000 
indust8 .337 .119 .000 
indust9 -.086 -.032 .000 
indust10 -.035 -.017 .000 
indust11 -.018 -.005 .000 
indust12 -.074 -.040 .000 
indust13 -.060 -.023 .000 
R .787 
R2 .619 
?̅?𝟐 .619 
SEE .33628 
Durbin-Watson 1.930 
ANOVA - F 78194.8 
ANOVA – Sig. .000 
Multicoll. Tolerance* ≥ .292 
Multicoll. VIF* ≤ 3.429 
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 Women’s and men’s models 
Controlling for all other independent 
variables, senior managers have the 
highest salaries both among women 
and men. In both models, 
accommodation and F&B is the sector 
where earnings are lowest. Lisbon is 
the region where women’s hourly 
earnings are highest controlling for the 
other variables, followed by Madeira. 
In men’s case, earnings are highest in 
Madeira, followed by Lisbon.  
For women, the occupation with the 
highest hourly earnings is professional 
and scientists, while for men it is chief 
executives, senior officials and 
legislators, if everything else is held 
constant. 
For women, the variable ‘nation’ is not 
statistically significant in the 
explanation of the outcome variable. 
However, for men, being Portuguese 
has a positive impact on earnings. 
Business size, i.e. number of workers 
in the company, has a negative effect 
on women’s earnings, while it is 
positive for men’s. The opposite trend 
is observed in relation to part-time 
work.  
  
Men 
Women 
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Appendix 51 Multiple Linear Regression Models – Sample 2  
 
 
                                                          
62 Given that the differences between this model and the model for the total economy are only very small, no further details about 
this model are explained here. 
Model 2: Non-Tourism (N=2025005)62 
Variables B unstand. Beta Sig. 
Constant .787  .000 
sex -.143 -.130 .000 
age .006 .115 .000 
tenure .010 .163 .000 
edu .037 .281 .000 
sales 3.345E-11 .068 .000 
size 6.389E-7 .004 .000 
nest 9.561E-5 .023 .000 
nation .016 .006 .000 
part .015 .007 .000 
contr .044 .034 .000 
occup1 .147 .058 .000 
occup2 .176 .102 .000 
occup3 .110 .063 .000 
occup4 .015 .009 .000 
occup5 -.027 -.020 .000 
occup6 -.014 -.003 .000 
occup8 -.016 -.009 .000 
occup9 -.019 -.011 .000 
occup10 .061 .002 .001 
region2 .069 .024 .000 
region3 .012 .009 .000 
region4 .142 .121 .000 
region5 .062 .027 .000 
region6 .123 .031 .000 
qual1 .539 .283 .000 
qual2 .336 .149 .000 
qual3 .346 .143 .000 
qual4 .227 .112 .000 
qual5 .060 .053 .000 
qual7 -.029 -.016 .000 
qual8 -.034 -.011 .000 
indust1 -.016 -.004 .000 
indust3 -.026 -.013 .000 
indust4 -.038 -.028 .000 
indust5 .113 .046 .000 
indust6 -.179 -.075 .000 
indust7 .034 .011 .000 
indust8 .337 .120 .000 
indust9 -.085 -.032 .000 
indust10 -.037 -.018 .000 
indust11 -.018 -.005 .000 
indust12 -.074 -.040 .000 
indust13 -.059 -.023 .000 
R .789 
R2 .622 
?̅?𝟐 .622 
SEE .33616 
Durbin-Watson 1.929 
ANOVA - F 77561.2 
ANOVA – Sig. .000 
Multicoll. Tolerance* ≥ .290 
Multicoll. VIF* ≤ 3.454 
*all variables  
Women 
Men 
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Appendix 52 Multiple Linear Regression Models – Sample 3 
 
 
Pooled model: The most relevant continuous and binary variables for 
explaining earnings are education (positive effect), working in hotels 
(negative effect, as compared to working in travel businesses) and being a 
woman (negative effect). Again, sex is one of the most explanatory variables 
of the model if all other variables are controlled for. If all other variables are 
held constant, women earn 8.2% (-0.079) of an earnings category less than 
men.  
Controlling for other variables, those employed part-time have higher 
earnings than full-time employees. The hypotheses that size, education and 
tenure have a positive impact on earnings are again confirmed here.  
 
 
  
Model 3: Tourism (N=43162) – Pooled 
Variables 
B 
unstand. 
Beta Sig. 
Constant 1.147  .000 
sex -.079 -.089 .000 
age .004 .097 .000 
tenure .004 .077 .000 
edu .018 .159 .000 
sales ---- ---- ---- 
size .000 .099 .000 
nest -.001 -.061 .000 
nation -.010 -.007 .049 
part .025 .008 .013 
contr .042 .045 .000 
occup1 .214 .107 .000 
occup2 .094 .028 .000 
occup3 .150 .080 .000 
occup5 .009 .009 .043 
occup6 -.016 -.004 .304 
occup7 .095 .033 .000 
occup8 -.117 -.042 .000 
occup9 -.034 -.034 .000 
occup10 .395 .014 .000 
region2 .152 .156 .000 
region3 -.058 -.042 .000 
region4 .126 .129 .000 
region5 -.056 -.024 .000 
region6 .155 .119 .000 
qual1 .682 .339 .000 
qual2 .522 .231 .000 
qual3 .460 .258 .000 
qual4 .240 .176 .000 
qual5 .103 .112 .000 
qual7 -.054 -.037 .000 
qual8 -.064 -.026 .000 
hotels -.139 -.107 .000 
R .745 
R2 .555 
?̅?𝟐 .555 
SEE .29315 
Durbin-Watson 1.937 
ANOVA - F 1735.461 
ANOVA – Sig. .000 
Multicoll. Tolerance* ≥ .297 
Multicoll. VIF* ≤ 3.362 
*all variables 
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Women’s and men’s models: The variable ‘nation’ is significant for men’s model, but not for women’s. Controlling 
for all other variables, male foreigners earn more than their Portuguese counterparts. Working for hotels and the 
number of establishments of an organisation affect earnings negatively in both models. Working for hotels, as 
compared to working for travel businesses, decreases men’s earnings in 10.1% and women’s in 14.8% (logarithms 
and -.106 and -.16, respectively). Chief executives, senior officials and legislators (occup1), as well as senior 
managers (qual1) have the highest earnings in both models. Men’s hourly earnings are highest in Algarve and 
Madeira. For women, they are highest in Madeira, and only then in Algarve. The Centre and Alentejo are the regions 
with the lowest earnings for both male and female tourism employees.  
Women 
Men 
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Appendix 53 Multiple Linear Regression Models – Sample 4 
 
Pooled model: The most explanatory continuous and binary 
variables are company size, years of education and age 
(positive influence), as well as sex (if female, negative 
influence). Senior managers in hotels have higher hourly 
earnings than those in travel businesses if all other variables 
are controlled for, but the significance of this variable is only 
marginally significant. The opposite trend was verified in 
model 2 for all employees, where employees in hotel 
establishments had lower earnings than in travel 
businesses. 
Tourism senior managers in Madeira, Lisbon and Algarve 
are the ones who earn the most in comparison to those in 
the base category (North). Tourism senior managers in the 
Centre and Alentejo earn significantly less than workers in 
the North. 
The hourly earnings of manufacturing, mining, construction, 
and distribution managers (occt6) and human resource, 
policy and planning managers (occt 3) are not statistically 
different from those of senior managers in the reference 
base category (other managers not elsewhere classified). All 
other tourism senior managers have significantly higher 
hourly earnings. The senior managers with the highest 
hourly earnings are managing directors and chief executives 
(occt1), as well as sales, marketing and business 
development managers (occt5). 
 
 
*all variables 
 
 
 
Model 4: Tourism Senior Managers (N=1481) – Pooled 
Variables B (unstand.) Beta Sig. 
(Constant) .639  .000 
sex -.198 -.124 .000 
age .010 .132 .000 
tenure .004 .048 .051 
edu .059 .248 .000 
sales ---- ---- ---- 
size .001 .278 .000 
nest ---- ---- ---- 
nation ---- ---- ---- 
part ---- ---- ---- 
contr ---- ---- ---- 
region2 .299 .164 .000 
region3 -.211 -.088 .001 
region4 .328 .204 .000 
region5 -.223 -.059 .014 
region6 .472 .198 .000 
hotels .087 .042 .095 
occt1 .365 .177 .000 
occt2 .409 .128 .000 
occt3 .188 .044 .111 
occt4 .238 .075 .015 
occt5 .386 .160 .000 
occt6 -.123 -.026 .328 
occt7 .245 .068 .020 
occt8 .203 .132 .014 
R .570 
R2 .325 
?̅?𝟐 .316 
SEE .63018 
Durbin-Watson 1.506 
ANOVA - F 37.028 
ANOVA – Sig. .000 
Multicoll. Tolerance* ≥ .160 
Multicoll. VIF* ≤ 6.242 
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Women’s and men’s models: Working for hotels or travel businesses does not affect either men’s or women’s 
earnings significantly. Tenure affects women’s earnings significantly, but not men’s. The conclusions described 
above for the pooled model also apply to both men’s and women’s models. For women, working as sales and 
marketing and business development managers has the most positive effect on salaries, while for men it is working 
as finance managers. Hence, it is in typically female areas that female senior managers have highest earnings. 
 
  
Women 
Men 
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Appendix 54 Multiple Linear Regression Models – Sample 5 
 
Pooled model: The last 
model concerns non-
tourism senior 
managers. The type of 
working arrangement 
(part vs. full-time) was 
the only variable 
excluded from the model 
after running the 
stepwise regression. The 
final pooled model 
explains 49.7% of the 
outcome variable (Table 
6.25). 
Controlling for all other 
variables, the most 
explanatory binary and 
continuous variables 
were education, tenure, 
age, business size 
(positive influence), and 
number of the 
establishments (negative 
influence) and sex (if 
woman, negative 
influence). 
The senior managers 
with the highest salaries 
are those who work in 
finance. Controlling for 
all other variables, it is 
senior managers in 
accommodation and other services, as well as human health that have the lowest salaries. These are typically 
female areas, while the areas where earnings are highest are typically male areas.  
The regions where non-tourism senior managers earn more are Lisbon (1st) and Madeira (2nd). The Centre and the 
Algarve are the regions where senior managers’ earnings are lowest. Managing directors and chief executives 
(occ3), business services and administration managers not elsewhere classified (occ7) and finance managers (occ4) 
have the highest hourly earnings. Aquaculture and fisheries production managers (occ12), agricultural and forestry 
production managers (occ11), sports, recreation and cultural centre managers (occ28) and child care services 
managers (occ18) have the lowest hourly earnings, all else equal.  
Being Portuguese has a negative impact on earnings, if all other variables are held constant. The same trend was 
observed in model 3 (tourism), but the opposite trend was observed in model 1 (economy as a whole) and 2 (non-
tourism). 
 
Model 5: Non-Tourism Senior managers (N=53455) – Pooled model 
Variables B (unstand.) Beta Sig. Variables B (unstand.) Beta Sig. 
(Constant) .256  .000 occ1 .629 .012 .000 
sex -.183 -.093 .000 occ2 .331 .035 .000 
age .014 .148 .000 occ3 .354 .152 .000 
tenure .016 .162 .000 occ4 .306 .083 .000 
edu .096 .406 .000 occ5 .442 .061 .000 
sales 2.965E-11 .041 .000 occ6 .263 .049 .000 
size 4.566E-5 .124 .000 occ7 .325 .127 .000 
nest .000 -.093 .000 occ8 .424 .120 .000 
nation -.172 -.031 .000 occ9 .403 .047 .000 
part ---- ---- ---- occ10 .353 .049 .000 
contr .109 .029 .000 occ11 .075 .005 .106 
region2 -.095 -.017 .000 occ12 .092 .002 .550 
region3 -.089 -.037 .000 occ13 .327 .068 .000 
region4 .323 .175 .000 occ14 .520 .025 .000 
region5 -.031 -.007 .029 occ15 .150 .029 .000 
region6 .217 .025 .000 occ16 .238 .038 .000 
indust1 -.313 -.043 .000 occ17 .497 .069 .000 
indust3 -.165 -.051 .000 occ18 .158 .011 .000 
indust4 -.127 -.054 .000 occ19 .284 .023 .000 
indust5 -.074 -.016 .000 occ20 .154 .015 .000 
indust6 -.564 -.125 .000 occ21 .193 .026 .000 
indust7 -.087 -.025 .000 occ22 .344 .030 .000 
indust8 .278 .098 .000 occ23 .321 .060 .000 
indust9 -.172 -.052 .000 occ24 .308 .072 .000 
indust10 -.140 -.030 .000 occ25 .321 .024 .000 
indust11 -.289 -.048 .000 occ26 .162 .029 .000 
indust12 -.295 -.081 .000 occ27 .112 .030 .000 
indust13 -.223 -.059 .000 occ28 .230 .008 .007 
R .705     
R2 .497     
?̅?𝟐 .497     
SEE .64692     
Durbin-Watson 1.934     
ANOVA - F 978.249     
ANOVA – Sig. .000     
Multicoll. Tolerance* ≥ .316     
Multicoll. VIF* ≤ 4.991  *all variables   
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Women’s and men’s models: Increasing the variables education, age, tenure, size and sales results in higher 
hourly earnings for both models. Having permanent contract also has a positive effect on earnings. However, the 
number of business establishments reduces earnings for both women and men.  
The variable ‘nation’ is not statistically significant for women, but it is for men. Controlling for all other variables, 
Portuguese senior managers earn 21.3% (log: -.239) less than their foreign senior managers.  
Finance is the economic activity where hourly earnings are highest both for women and men. Accommodation and 
F&B63 is the sector where both men and women have lowest earnings. In both models, Lisbon and Madeira are the 
regions where earnings are highest, and senior government officials is the occupation where senior managers earn 
the most.  
  
                                                          
63 The non-tourism samples included some tourism characteristic activities, such as non-hotel accommodation and F&B. It only 
excluded the tourism workers that where included in the tourism samples, i.e. those employed in hotel establishments, travel 
agencies and tour operators. 
Women 
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Appendix 55 Blinder-Oaxaca decomposition no. 1 (detailed) 
 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 56 Blinder-Oaxaca decomposition no. 2 (detailed) 
Differential 
 
Coef. 
Robust 
Std. Err. 
z P>|z| [95% Conf. Interval] Exp(b) 
Robust 
Std. Err 
Prediction_1 1.748022  .0005497  3180.01  0.000 1.746945   1.7491 5.743234  .003157  
Prediction_2 1.568667  .000517  3033.89  0.000   1.567653   1.56968 4.800243  .002482  
Difference .1793558  .0007547  237.67  0.000   .1778767  .1808349 1.196446  .0009029  
Blinder-Oaxaca decomposition: pooled model 
Explained .0366523  .0006401  57.26  0.000   .0353978  .0379068 1.037332  .000664  
Unexplained .1427035  .0005327  267.88  0.000   .1416594  .1437476 1.153388  .0006144  
 
 
 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 57 Blinder-Oaxaca decomposition no. 3 (detailed) 
 
 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012)  
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Appendix 58 Blinder-Oaxaca decomposition no. 4 (detailed) 
 
 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012)  
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Appendix 59 Blinder-Oaxaca decomposition no. 5 (detailed) 
 
 
 
Source: developed by the author based on data from GEE/MEE, Relatório Único/ Quadros de Pessoal (2012) 
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Appendix 60 List of research participants 
 
Interviewee (Fictitious names) Status in employment Sector Children 
Ana Employee Hotel Yes 
Andreia Employer Hotel Yes 
Beatriz Employee Travel business Yes 
Cláudia Employer Hotel No, but would like 
Cristina Employer Travel business No  
Diana Employer Hotel Yes  
Dulce Employer Travel business Yes 
Francisca Employee Hotel Yes 
Graça Employee Hotel No 
Helena Employee Hotel Yes 
Laura Employer Travel business Yes 
Luísa Employee Hotel No 
Margarida Employee Hotel No, but would like 
Maria Employer Travel business Yes  
Matilde Employee Travel business Yes  
Natália Employer Travel business No 
Paula Employer Travel business Yes  
Raquel Employee Hotel Yes (pregnant) 
Rita Employee Travel business Yes  
Sara Employer Hotel Yes 
Sofia Employer Travel business Yes  
Sónia Employee Hotel Yes 
Tânia Employer Travel business Yes 
Teresa  Employee (also employer) Hotel None 
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Appendix 61 Participants’ demographics – overview64 
 
 Hotel establishments Travel businesses 
 Entrepreneurs Employees Entrepreneurs Employees 
Age range     
25-34  2  1 
35-44 2 5 3 1 
45-54 2  1 1 
55-64  2 4  
Marital status     
Single  1 2 1  
Cohabitation  3 1  
Married 1 3 4 2 
Divorced 2 1 2 1 
Children     
Yes – adult 1 1 2 1 
Yes – young 2 4 4 2 
No  3 2  
No, but would like to 1 1   
Higher education     
Yes, in tourism  9 3 1 
Yes, but not in tourism 2  3 2 
No 2  2  
Type of business     
Independent 4 3 8  
Group  1   
National chain  5  1 
International chain    2 
Number of workers     
Micro (0-9) 3  6  
Small (10-49) 1 2 2  
Medium (50-249)  2  1 
Large (250+)  5  2 
Workers by sex     
Only women 1  5  
Mostly women 2 5 2 2 
Half-half 1 4 1 1 
Leadership 
positions by sex 
    
Only women 2  5  
Mostly women 1 2 1  
Mostly men 1 5 1 3 
Half-half  2 1  
Main leader(s)     
Male  7  3 
Female 3 1 6  
Female and male 1 1 2  
Other     
Interviewee is the 
main leader 
4  7  
                                                          
64 Some women are simultaneously employees and entrepreneurs. The criterium for grouping women in the table was to consider 
the main tourism business they were involved in at the time of the interview. 
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Appendix 62 Participant’s number of children 
 
 Employers Employees 
Mixed status in 
employment 
0 children 2 (no); 1 (would like) 2 (no); 1 (would like) 1 
1 child 3 4 0 
2 children 3 3 2 
3 children 1 0 1 
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